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-i ABSTRACT 
This study investigates the difference between the perceptions of the faculty members 
and the management teams towards their management roles in higher education in 
Bahrain. 
The study also examines the practice of management in higher education institutions. 
It begins with a review of the literature which indicates that evaluation by self, 
subordinates and superior could be employed for performance assessment of the 
management teams. 
The question as to how management teams in higher education in Bahrain perceive 
their roles and their effectiveness, as compared with their subordinates and superiors, 
is considered. 
The importance of higher education management utilising the main models of 
management (formal, political and democratic models) is also discussed. 
A survey research method by means of questionnaires was employed to obtain the data 
necessary for this study. 
The questionnaires were sent to all Deans of Colleges, Chairpersons of Divisions , 
Heads of Programmes and a sample of the faculty members in higher education 
institutions in Bahrain. 
Personal interviews also have been employed to investigate the management process 
with the chairpersons of division and heads of programmes. 
The answers to the questionnaire have been analysed using Statistical Package for 
Social Sciences (SPSS) in the cases of the faculty relationship, management skills and 
leadership activities dimensions. While Dynamics Concepts Analysis (DCA) and 
descriptive analysis have been used to analyse the interviews. 
It has been shown that there are differences in the perceptions of the faculty members 
and the management teams towards their management roles, where self perceptions 
are always higher than subordinates' or superiors' perceptions. It is also shown that 
the management of higher education in Bahrain is heavily dependent on formal and 
political models of management theories. 
A constructive model for evaluation of the management teams which incorporates the 
management models is suggested. A ftu-ther model for better management practice in 
higher education institutions is also proposed for the development of higher education 
in Bahrain. 
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CHAPTER ONE 
INTRODUCTION 
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GENERAL INFORMATION A-BOUT BAHRAIN: 
The state of Bahrain is composed of 33 small islands, situated half way down the 
Arabian Gulf between Saudi Arabia and Qatar. 
The largest among these islands is Bahrain (600 square km or 262 square Miles) from 
which the state takes its name and where Manama, the capital, is located. 
The Economy; 
Bahrain was the first country in the southern Gulf region to have an oil based 
economy. The revenue of the oil enables the Government of Bahrain not to impose 
any kind of income taxes against the services provided to the people. 
The island is also investing in oil production related industrialisation such as petrol 
refining, petro- chemicals industry development, aluminium smelting, agriculture and 
banking. 
This sophisticated economy coupled with the strategic position of Bahrain in the Gulf 
helped in developing the island as an important centre for trading as well as 
communication. 
The Population; 
Bahrain is essentially a welfare state with medical care and education provided free 
to all the population (420,000) of which 80 percent are Bahraini and 20 percent are 
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non Bahraini. With a high annual birth rate (3.5 per cent), a comprehensive plan is 
being developed to meet the needs in the field of health, housing, education, higher 
education, and other public services (Bahrain Census of Population, 1991). 
General Education in Bahrain; 
The government of Bahrain aims to provide free educational opportunities for children 
and to develop a curricula related to socio- economic needs of the state. 
The first public school was established in 1919 for boys and by 1928 a girls school 
was opened. Moreover, the first secondary school for boys was opened in 1939 and 
that for girls in 195 1, and since then the movement for public education has steadily 
gained momentum. 
It was not until the 1940s when a plan to qualify students who had completed 
intermediate level of education to teach in elementary schools was implemented by 
giving them a few educational courses as well as specialised subjects in order to 
replace the expatriate teachers. 
The number of students in 1929 was 150. In 1991 the student population was 80,000 
or 20 percent of the total state population. (Bahrain Census of Population, 1991). 
At present, general education in Bahrain is in three stages: Primary (6 years); 
intermediate (3 years); and secondary (3 years). 
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Figure 1.1 Map of Bahrain with the location of Higher Education Campuses - 
(* ) 
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HIGHER EDUCATION IN BAHRAIN: 
In Bahrain the higher education institutions began as separate colleges developed to 
meet specific needs. 
In 1966 a two year post secondary programme started to train and prepare much 
needed professionals to teach in elementary and intermediate schools. 
In 1968 THE GULF TECHNICAL COLLEGE was opened for technological 
programmes such as engineering and business. A few years later the name of this 
college was changed to Gulf Polytechnic and it started to offer a Bachelor of Sciences 
degree (BSc) in civil, mechanical, electrical, and chemical engineering as well as 
accounting and business administration. 
In 1976 the COLLEGE OF HEALTH SCIENCES (CHS) was established by the 
Ministry of Health to be responsible for the teaching of health related courses under 
four divisions: Nursing Division, which had been operating under the School of 
Nursing since 1959; Allied Health Division; Integrated Sciences Division; and 
Educational Development centre. 
At the present the CHS offers the following programmes: 
Nursing Division: 
General Nursing programme. 
Nurse- Midwifery programme. 
Community Health programme. 
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Psychiatric Nursing programme. 
BSc Nursing programme. 
Allied Health Division: 
Dental Hygiene programme. 
Diagnostic Radiographic technology programme. 
Medical Equipment Technician programme. 
Medical Equipment Maintenance Training programme. 
Medical Laboratory Technician programme. 
Pharmacy Technician programme. 
Public Health programme. 
Sport Therapy programme. 
Health Education programme. 
Integrated Sciences Division: - 
Department of General Sciences and Mathematic. 
Department of Life Sciences. 
Department of Social and Behavioral Sciences. 
English Language Department: 
Offers English Language courses. 
Educational Development Centre: 
Offers academic services to all divisions. 
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The College of Health Sciences is governed by a board of education. This board is 
responsible for overall planning and guidance and its membership comprises officials 
representing higher education institutions, Ministry of Health, Ministry of Education, 
and Ministry of Labour and Social Affairs. 
The main goal of CHS was, and still is, to educate Bahraini nursing and allied health 
professionals who can provide high quality, efficient, and comprehensive health 
awareness, promotion, maintenance, and prevention services in order to improve the 
health and well-being of the citizens of Bahrain. This goal has been extended to 
include young men and women from entire Arabian Gulf region. 
The College of Health Sciences has established close academic relations with other 
universities in the region as will as international universities such as American 
University of Beirut, University of Illinois, University of Texas, University of 
Colorado, University of Central Florida, University of Leeds, and Glasgow University 
(College of Health Sciences Catalogue, 1993-1995). 
In 1979 UNIVERSITY COLLEGE OF LIBERAL ARTS, SCIENCES AND 
EDUCATION was opened with courses leading to Baccalaureate level in Arabic 
language and Islamic studies, education, humanities, and psychology. 
In 1986 the UNIVERSITY OF BAHRAIN (UB) was established by an Amiri Decree 
merging the University College and Gulf Polytechnic under one governing body. 
This endeavour represented a significant development in the history of higher 
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education in Bahrain. 
The University of Bahrain has the following colleges: 
College of Engineering: 
The main objective of the Coflege of Engineering is to provide. an education for its 
graduates that enables them to adjust to future changes in technology, develop their 
sense of professionalism, and enhance their potential for leadership. The college also 
aims to stimulate students to become creative, responsible engineers, aware of the 
social implications of their work (College of Engineering Bulletin 1989-1991). 
The college offers the following programmes: 
Department of Chemical Engineering offers; 
Bachelor of Science in Chemical Engineering. 
Associate Diploma in Chemical Engineering. 
Associate Diploma in Process Instrumentation and Control. 
Department of Civil and Architectural Engineering offers; 
Master of Science in Civil Engineering. 
Bachelor of Science in Civil Engineering. 
Bachelor of Science in Architectural Engineering. 
Associate Diploma in Architectural Engineering. 
Associate Diploma in Civil Engineering. 
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Department of Electrical Engineering offers; 
Master of Science in Electrical Engineering. 
Bachelor of Science in Electrical Engineering. 
Bachelor of Science in Engineering Education (Electrical). 
Associate Diploma in Electronic Engineering. 
Associate Diploma in Electrical Engineering. 
Department of Mechanical Engineering offers; 
Bachelor of Science in Engineering Education (Mechanical). 
Bachelor of Science in Mechanical Engineering. 
Associate Diploma in Mechanical Engineering (Production and Power). 
Associate Diploma in Mechanical Engineering (Air Conditioning). 
College of Business Administration: 
"The objectives of the College of Business Administration at the University of 
Bahrain are to prepare and cultivate students in all aspects of business and 
management to enable them to manage the various organizations in Bahrain 
on a scientific and modem basis. 7he College also participates in the training 
activities aimed at upgrading the level of employees by offering a variety of 
general and specialized training programmes. Its state-of-the art cuniculum 
is specifically designed to introduce the student to the basic concepts in 
business administration and majorfiinctions in the organization, to accelerate 
the process of Bahrainization through the acquisition and assimilation of 
management knowledge, to help students build their professional competence 
infunctional areas in business and management, to develop the students ability 
to think coherently and critically, to offer training programmes and seminars 
for the purpose of developing and upgrading managerial skills, to undertake 
research and management studies for the purpose of developing management 
thought relevant to the future of management practice in Bahrain and the Gulf 
region and to offer consulting services in the various management 
specializations in all sectors and enhance the level of managerial 
performance". 
(University of Bahrain Catalogue 1993-1994: 113) 
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The college offers the following programmes: 
Department of Business and Management offers; 
Master of Business Administration (MBA). 
Master of Public Administration (MPA). 
Post-graduate Diploma. 
Bachelor of Science in Business and Management. 
Associate Business Diploma. 
Commercial Studies Diploma. 
Department of Accounting offers; 
Bachelor of Science in Accounting. 
Associate Accounting Diploma. 
Department of Office Management offers; 
Bachelor of Science in Office Management. 
Associate Diploma in Office Management. 
Office Management Certificate Programme. 
Department of Economics offers several courses for different department; 
Department of Continuing Education in Management offers; 
Executive, Advanced, and Middle Management Diplomas. 
Professional Accounting Diploma. 
Diploma in Accounting Studies. 
II 
Basic Supervision Diploma. 
Clerical and Secretarial Skills Certificates. 
Specialised Workshops and Seminars. 
College of Education: 
The College of Education has the following objectives: 
"I - To prepare qualified teachers to teach vanous subjects at the early 
childhood, preparatory and secondary levels of education. 
2- To qualify educational superýisors and personnel in the field of education 
needed by the country. 
3- To participate in pre-sertdce and in-seri4ce training of teachers and 
workers in the educationalfield in collaboration with the Ministry of Eduction, 
the general organization for youth and Sporrs and other educational and social 
institutions in Bahrain. 
4- To cooperate with Ministry of Education to improve the quality of 
education service in Bahrain. 
5- To undertake educational and psychological research for the purpose of 
which promoting the educational process. 
6- To offer professional consultations and assistance, both educational and 
psychological, to various institutions. 
7- To engage in the service of society through contribution to its educational 
and cultural activities ". 
(University of Bahrain Catalogue 1993-1994: 228) 
The college offers the following programmes: 
Department of Curriculum and Instruction offers; 
Higher Diploma in Education. 
Bachelor of Sciences in Education, Arts or Science. 
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Bachelor of Science in Engineering Education. 
Diploma in Education. 
Department of Educational Foundation and Administration offers; 
Master degree in Education. 
Diploma in School Administration. 
Associate Diploma in Early Childhood. 
Department of Educational Technology offers; 
Diploma in Learning Resources and Information. 
Department of Physical Education offers; 
Bachelor of Physical Education. 
Department of Psychology offers several courses for different departments. 
College of Arts: 
The College of Arts aims at: 
"I. Establishingfinnly thefoundations of the Arab-Islamic civilization as well 
as the potential of its culture, and heightening the awareness of its intrinsic 
laws by offering well-planned and scientifically designed programmes and 
courses that emphasize the student's belonging to this civilization. 
2. Promoting cultural development in Bahrain and expandingpublic awareness 
of the essential issues of the Arab-Islamic ciWlization via the continuous of its 
human andfuture horizons. 
3. Developing the individual's intellectual, ctitical and creative talents through 
the close study of the masterpieces of Arabic culture. 
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4. Encouraging scientific research in all the area studies of the College ofArts 
and most particularly in the field of humanities". 
(University of Bahrain catalogue 1993-1994: 42) 
The College offers the following programmes: 
Department of Arabic and Islamic studies offers; 
Arabic Language and Literature programmes. 
Islamic Studies programmes. 
Department of English Language and Literature offers; 
English Language and Literature programmes. 
Department of General Studies offers; 
History, French, Geography, Fine Arts, Sociology, and Anthropology courses. 
College of Sciences: 
The College objectives are: 
"]- To emphasize the importance of basic sciences as an essential nucleusfor 
the foundation of scientific knowledge through the interaction with national, 
regional, and international institutes. 
2- To promote the awareness and the importance of sciences in achieving a 
competitive status among other nations in determining the world issues related 
to the advancement of science. 
3- To establish a firm and sound scientific ground that benefit (sic) from the 
experience of the Arab civilization and shape it minutely to be able to interact 
on an equalfboting with developed countries. 
4- To highlight the importance of scientific co-operation with Arabic and 
Islamic academic and research institutes to pursue joint ventures and to 
establish a common strategic policy capable offacing future challenges. 
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5- To develop the individual's critical, analytical, and creative scientific 
talents and skills via well planned scientific and academic activities ". 
(University of Bahrain catalogue 1993-1994: 427) 
The College offers the following programmes: 
Department of Biology offers; 
Bachelor of Sciences in Biology. 
Department of Chemistry offers; 
Bachelor of Sciences in Chemistry - 
Department of Computer Science offers; 
Bachelor of Sciences in Computer Sciences. 
Department of Mathematics offers; 
Master in Pure Mathematics. 
Master in Applied Mathematics. 
Master m Statistics. 
Bachelor of Sciences in Mathematics. 
Department of Physics offers; 
Bachelor of Sciences in Physics 
English Language Centre. 
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In 1980 the ARABIAN GULF UNIVERSITY (AGU) was established as a regional 
autonomous scientific higher institution by a joint venture between the six Gulf 
Cooperation Council (GCC) members (Bahrain, Kuwait, Oman, Qatar, Saudi Arabia, 
and United Arab Emirates) and Iraq. At the present, the GCC states finance the 
university and each nominates a number of their students annually according to a 
certain quota for each member state. 
AGU is committed to the following goals: 
"I -Orienting its progranunes and curricula to the cultural, scientific, and 
occupational needs of contributing stages; 
2- Undertaking the education and training of scholars and specialists in the 
various branches of knowledge needed by the member states; 
3- Investigating the region's social, administrative, and technical problems, - 
4- Conducting research in the various field of development and contributing 
to the emergence of appropriate scientific and practical solutions". 
(AGU catalogue 1991-1993: 9-10) 
The University has two colleges: 
College of Medicine and Medical Sciences: 
This college has adopted an innovative approach to medical education based on 
community orientation, self-learning, and problem solving skills. In addition to the 
medical education the college offers a master degree in Nutrition Sciences. 
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School of Graduate Studies: 
The school is composed of two main distinct spheres: 
1- Sphere of technology studies offers; 
Desert and Arid Zones Sciences Programme. 
Biotechnology Programme. 
Technology Management Programme. 
2- Sphere of Educational Studies offers; 
Special Education Programme for mentally handicapped and slow learners. 
Special Education Programme for talented and gifted learners. 
Three institutions referred to as A,, B and C have been selected for further 
investigations in the thesis. 
The academic faculty members are divided into Deans of Colleges, Chairpersons of 
Divisions, Heads of Programmes and Teaching/Research faculty members (Tables 1.1, 
1.2, and 1.3 show the number in each selected institution). 
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Table 1.1: 
INSTITUTION A 
ACADEMIC FACULTY MEMBERS 
Dean Div. 1 Div. 2 Div. 3 Div. 4 Div. 5 Total 
Deans 1 
Divisions 
Chairs 
3 
Programmes 
Heads 
16 
Faculty 
Members 
43 15 13 8 2 81 
Total 1 49 19 20 93 101 
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Table 1.2: 
INSTITUTION B 
ACADEMIC FACULTY MEMBERS 
College No. 1 2 Total 
Deans 1 1 2 
Divisions 
Chairs. 
4 2 6 
Programmes 
Heads 
4 2 6 
Faculty 
Members 
52 16 68 
To 61 1 
21 
L 
82 
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Table 1.3: 
INSTITUTION C 
ACADEMIC FACULTY MEMBERS 
College No. 1 2 3 4 5 6 Total 
Deans 1 1 1 1 1 5 
Divisions 
Chair 
3 5 5 5 5 1 24 
Programmes 
Heads 
5 20 12 19 5 5 66 
Faculty 
Members 
76 28 44 80 ill 35 374 
Total 85 54 62 105 122 441 469 
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The main duties and responsibilities of the academic faculty members are: 
College Dean; 
Engages in short and long term planning for the college and presents such plans to 
higher authorities. 
2- Determines organisational lines of authority and delegates areas of responsibilities. 
3- Proposes the yearly budget for the college and ensures its appropriate and effective 
utilisation. 
4- Represents and cooperates with other colleges, universities and community agencies 
as well as other regional and international academic institutions and organisations. 
5- Makes relevant recommendations regarding promotion and termination of the 
faculty members' contracts. 
6- Is responsible for the overall administration of the college. 
Division's Chairperson; 
I- Provides direct supervision to the heads of the programmes to ensure proper 
functioning. 
2- Develops long range plans for the improvement of the division. 
3- Ensures that the evaluation system used to evaluate the heads of the programmes 
and the faculty members is appropriate and fairly used. 
4- Lialses with other chairpersons in order to promote the image of the institution. 
5- Proposes the yearly budgets for the division. 
6- Represents the division on various committees. 
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Programme's Head; 
1- Organises and leads the activities of the programme. 
2- Represenst the programme when required nationally and internationally. 
3- Is responsible for screening potential faculty members for the programme and 
recommends appointment. 
4- Supervises and guide the faculty members as they implement the educational 
objectives. 
5- Initiates the process of screening and evaluation of faculty members. 
Faculty Member: 
1- Teaches students enroHed in the programme and to supervises their progress. 
2- Involves him/herself in research activities as part of his/her responsibilities. 
3- Participates in curriculum development and revision activities as well as evaluation 
duties. 
Cultural profile of higher education in Bahrain: 
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The universities all over the world perform more or less the same functions (teaching, 
research and also offer services to the public). Their government and management 
differ from country to country. This is because universities essentially serve the needs 
of the society. So the way in which they run their affair is not completely independent 
of their societies. 
While the management in industrial world is more independent and has more 
autonomy, the third world universities are less independent and do not enjoy much 
autonomy. 
The higher educational institutions in Bahrain have been profoundly influenced by 
social, political and economical context of Arabian Gulf, and because of the 
organisational relationships are predominantly hierarchical, the academic faculty 
members have little space for internal autonomy and academic freedom. Academic 
freedom,, here, refers to each faculty members desire in teaching, researching and 
publishing without any kind of barriers (Tight, 1988). 
These institutions also exist within the islamic culture and thus have alongside them 
respected centres of traditional learning that often have a very different view of what 
constitutes knowledge. 
Academic standards are some times violated through pressure from outside parties and 
compliant attitudes from within. In addition a multitude of reporting and controlling 
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levels and multiple rules and regulations tend to limit the universities ability to pursue 
innovative and creative solutions to their problems. The fact that the universities 
report to government bodies imposes political constraints, where these governing 
bodies do not fully understand the universities' need and the requirement of dynamic 
leadership. 
Statement of Problem: 
Higher Education began comparatively recently in the Arabian Gulf Region in general 
and in Bahrain in particular with the aims of spreading knowledge in a wide range of 
scientific fields. 
Since the establishment of higher education institutions in Bahrain, the management 
teams (Deans of colleges, Chairpersons of divisions, and Heads of programmes) have 
been working to solve the academic and administrative problems which they are 
encountering in their daily routine. In fact they have solved many problems related 
to the curricula and professions within their institutions by applying the findings of 
a number of published studies that have appeared on various aspects of higher 
education (curriculum, library services, scientific research centres, media evaluation 
of faculty members, and other academic affairs). The problems that are related to 
management skills and practice have not yet however been questioned or evaluated. 
The evaluation of management teams, who have been appointed from academic faculty 
with little or no administrative experience (Giroux 1984), is extraordinarily difficult. 
It is also complicated by the absence of information and widely accepted theories. Yet 
24 
the attainment of any organisation's goals requires that the performance of the 
managers be measured, compared, and recorded. 
The literature shows that most of evaluation techniques are designed to be completed 
by an immediate superior. This approach appears to have widespread acceptance, 
although significant aspects of the situation may go undetecte4. Recent literature, 
however, favours a combination of evaluation processes utilising self, subordinate, and 
superior ratings, which has considerable advantages. 
"Upward evaluation can promote both managerial competence and internal 
fabric of mutual understanding requisite to maximumfuffilment ofinstitutional 
objectives ff. 
(Farmer, 1978: 43) 
The other major advantage for the three ratings (self, subordinate, and superior) 
approach is that it provides a wealth of information about the individual and the 
organisation, and pulls together a number of schools of thought on evaluation as well 
as reducing the impact of any single biased rating. 
Finally this type of ratings provides a measure of integrated perception among 
different people in the institution through availability of a large number of -individuals 
who can qualify as raters because of their particularly good opportunities 
for 
observation (Bayroff et al 1954). 
Rationale for the Study: 
Fenker (1975) emphases the need for better administration in higher education through 
the evaluation of administrative personnel. Equally, Levine (1992) affirms the 
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legitimacy of asIdng about the productivity and effectiveness of college administrators 
which have been traditionally evaluated by superiors. Similarly Altbach (1995) 
demands that management teams be accountable for their performance. 
In higher education institutions in Bahrain the evaluation goes downwards Le. deans 
of colleges evaluate the performance of chairpersons of divisions, chairpersons 
evaluate the heads of programmes, and heads evaluate the faculty members. 
Therefore, the evaluation of higher education management cannot be considered new 
or unique for higher education institutions, but the concepts of downwards and 
upwards evaluation remain a technique which seems to be fair, productive, and worth 
researching in Bahrain. 
Nordvall (1977) suggests that the opportunity should be given both to the faculty 
member and the dean himself to determine how well he, the dean, is doing. Likewise 
the faculty member should be evaluated to evaluate works of the chairpersons and 
heads. 
This study may provide better understanding of concepts related to evaluation of 
management teams in higher education. Moreover, it may 
_call 
for a new role on the 
part of higher education institution administrators and faculty members in initiating 
a cooperative effort towards improving the field of higher education management. 
Purpose of the Study: 
This study will serve three main purposes. First, it will assess the higher education 
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institutions' climates through the perception of the deans of colleges, the chairpersons 
of divisions, heads of programmes, and faculty members to provide better 
understanding of its context. Secondly, it will assess the perceptions of deans, 
chairpersons and heads towards their roles as compared with their subordinates' and 
superiors' perceptions. Third, it will assist in setting an evaluation model for 
management teams in higher education institutions in Bahrain and the possibility of 
implementation of this model by utilising the three theories in higher education which 
are: formal model theory, political model theory and democratic model theory - 
This assessment will provide an understanding of the climate of higher education 
institutions and the outcomes of this research will enhance the accumulated knowledge 
of management in higher education. 
Research Questions: 
This research attempts to answer the following questions in relation to management 
of higher education in Bahrain: 
Specific Question: 
How do management teams in higher education in Bahrain perceive their roles and 
effectiveness as compared with their subordinates and superiors? 
Other Questions: 
I- What are the perceptions of the management teams and faculty members towards 
their academic institutions' climates? 
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2- What are the perceptions of the management teams towards their relationships as 
compared with their subordinates" and superior' perceptions? 
What are the perceptions of the management teams towards their own management 
skills as compared with their subordinates' and superior' perceptions? 
What are the perceptions of the management teams towards their leadership 
activities as compared with their subordinates' and superior' perceptions? 
Research Objectives: 
The objectives of this study are: 
1- To help explain the present status of management in higher education in Bahrain. 
2- To reduce the arbitrariness of the decision- making process in general. 
3- To improve the overall quality of higher education by providing an objective means 
of evaluating administrators of higher education institutions in order to suggest 
change or improvement. 
4- To suggest an effective model for managing institutions of higher education in 
Bahrain and possibly in Gulf Cooperation Council countries. 
Limitation of the Study: 
Little has been written about evaluation of the management in higher education 
institutions in general and in Bahrain in particular. Furthermore, writing about 
management in any institution is considered to be a sensitive issue and higher 
education institutes are no exception. 
Anodier major limitation may exists that one of the institutions operates under a 
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Ministry where the management team and the faculty members are subject to the rules 
and regulations set by the civil service bureau which are applied to all government 
employees in Bahrain. This is different to the other higher education institutions where 
they apply their own academic rules and regulations. 
Time constraints and availability of the interviewees are another limitation factors for 
this study. 
Summary 
A brief survey of Higher Education in Bahrain has been provided. The difficulties of 
managing Higher Education have been identified together with the roles and 
responsibilities of Deans, Chairpersons, Heads and faculty members. The way in 
which they perceive their own and other roles will be considered within the thesis. 
CHAPTER TWO. 
LITERATURE REVIEW 
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INTRODUCTION: 
The universities as higher education institutions are considered important symbolic 
assets- In the process of national development like a national flag or airline (Bor and 
Shute 1991). For this reason governments want to be certain of the competencies of 
the management teams in these institutions to tackle the change for the twenty first 
century. 
The management teams who will carry out the change of its purposes, aims, and 
objectives are a crucial part of the university administration. Accordingly their ability 
to manage and to promote the institutions' effectiveness must be examined. 
Higher education institutions in Bahrain, like other higher education institutions 
elsewhere, strive to upgrade their objectives academically and administratively. As far 
as administrative duties are concerned officials in higher education have been trying 
to achieve a certain level of management by assessing the process of management 
which they are adopting 
This effort, nonetheless, remains a traditional test of assessment of management 
personnel by employing downwards assessment procedure, which by itself alone 
cannot determine the effectiveness of management teams in higher education 
institutions. 
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HIGHER EDUCATION MANAGEMENT: 
In the last two decades, numerous books and articles about evaluation of 
administrators in higher education have been published by many authors like: 
Baldrigde (197 1), Fenker (1975), Gardener (1977), Nordval (1977), Holzback (1978), 
Foxley (1980), Tayler (1982), Lasley and Haberman (1987), Matczynski et al (1989), 
Fisher and Tach (1990), and Nowack (1992). 
McElwee (1994) and Summers (1994) emphasise the importance of the performance 
measures of the managers. Oulton (1994) has gone further and affirmed that the 
performance of the managers is fundamental to an organisation which seeks to address 
the challenge of change. 
Fenker (1975), Gamier (1982) and Hammons and Guillory (1990) outlined their ideas 
regarding the effective elements that should be used as evaluation criteria. Together, 
they suggested elements such as the effectiveness of work, interpersonal relationship, 
leadership ability, professional interest, commitment to the institution, personal 
integrity, creativity, communication ability, and other managerial skills. 
Gamier (1982) surveyed seven Ontario universities to study the managerial aspects of 
the academic deanship through the dean's effectiveness, the dean's conflict- handling 
models, the length of time the dean spent in his/her office and size of dean's faculty 
as variables. 
Lawler (1967) and Holzbach (1978) and others have suggested self, subordinates and 
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superiors as an alternative to traditional superior- subordinate evaluation. Lawler also 
justified his position by stating that subordinate ratings are relevant since subordinates 
are able to determine the superior's performance. The subordinate is also often in a 
position to observe more of his superior's behaviour than his/her superior. 
Afterfeviewing 17 different approaches to assessing organisational effectiveness Steers 
(1976) affirms that, while there is general agreement that effectiveness is something 
all organisations should strive for, the criteria for assessment remain unclear. 
Some researchers like Hammons and Guillory (1990) offered guidelines to be used in 
evaluation of the administrators in higher education, while others like Mount (1984) 
state that using ratings obtained from different sources is appropriate when 
determining the performance of the managers. 
Because of the difficulties of measuring their performance, little attention has been 
given to formal evaluation of academic administrators e. g. Deans, department 
chairpersons and heads of programmes. Yet the power and importance of 
administrators in higher education have increased enormously (Heneman, 1974). 
Although the management teams have some clearly written rules and regulation to 
ner which deans, chairs and heads are expected to adhere,, the literature does not off- -a 
comprehensive ftamework for assessing their performance of managerial functions. 
Furthermore what to evaluate and how it should be measured are far from the 
researchers9 agreement. However, it is agreed that some sort of evaluation of 
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academic administrators is necessary. 
The literature of higher education management suggest the following when evaluating 
academic administrators: 
Mission; 
The mission of any organisation should include the direction in which the organisation 
is going as weH as the procedures to assess the progress. However the mission 
statements in higher education institutions are too broad and general (Kennerley, 
1992) 
For this reason the mission of these institutions should be stated clearly and 
unambiguously in order to promote planning, to assist decision making and 
communication and to facilitate the evaluation process (Peeke, 1994). 
Lack of clarity and agreement on institutional goals and mission has equally important 
effects on management of the organisation. 
Decision Making; 
The decision maldng process is considered to be a central part to most of the 
managerial functions 
The effective manager should follow the accepted decision making process, the 
elements of it are: 
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I- definition of the problem; clear description of the problem. 
2- analyses of the problem; what is the cause the problem, who or what is affected. 
3- formation of alternative solutions to solve the problem. 
4- selection of the best solution available. 
5- implementation of, the decision. 
6- Evaluation of the decision; including the implementation process (Foxley, 1980). 
Therefore decision making in higher education institutions should be a collaborative 
and participatory process (Taylor, 1982). 
Planning; 
Universities have a greater need to plan, and since there is no alternative open to them 
but to plan if they wish to maximise their own influence on their future development. 
Moreover, the planning process is an essential aid to the efficiency of higher education 
mstitutions and therefore it should be important at all stages. 
Communication; 
The communication process is one of the most important functions of higher education 
institution management. And for effective communication both structures, vertical and 
horizontal communication could be used. 
Vertical communication; is a hierarchical type of communication where the roles and 
responsibilities are clearly defined with highly formalised authority, while horizontal 
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communication has greater flexibility and overlap between the various roles and 
responsibilities (Andrews, 1995). 
Evaluation; 
In higher education institutions the assessment of congruence between performance 
and oýjectives has been used for the evaluation process. In this evaluation process the 
goals and objectives should be specified and then it should be decided whether there 
are discrepancies or congruencies with the performance (Gardner, 1977). 
The managers in these kind of institutions should be evaluated using assessment of 
congruence for the following characteristics: 
-ability to assess in learning and developing of others. 
-ability to communicate effectively. 
-ability to plan effectively. 
-having a sense o tions. 
-having good judgement and integrity. 
-being open to new ideas. 
-being sensitive to others (Foxley, 1980). 
Delegation; 
In spite of its importance for effective management, the literature of higher education 
management has not shown much concern to delegation as a process. 
Effective delegation depends on clearly defined objectives; clearly defined criteria for 
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achieving the objectives; and review procedures to monitor the performance (Everard 
and Moffis, 1990 and Dixon 1991). 
The roles of the management team: 
Several authors have, listed the responsibilities of the management teams in higher 
educaýion institutions in detail (Bennett, 1990; Fleischauer, 1990; Hemline, 1990; and 
Wasser. 1991). Bloomer (1980) reported, after organising two series of workshops, 
that the heads of departments should: 
1- promote an healthy environment in which student and faculty work together to 
achieve the main objectives of the institution. 
2- create and maintain team cooperation by involving other faculty in departmental 
decisions. 
3- communicate information and ideas to faculty in formal and informal ways. 
4- plan and organize department meetings and ensure suitable agenda; invite 
faculty from other departments. 
5- aim to achieve consensus on department policy. 
encourage team activities and problem solving in teaching and social life. 
7- secure and maintain the support of the departments faculty for new administrative 
or academic innovations. 
8- delegate responsibilities to faculty members, and spread the load as evenly as 
possible between them. 
support attendance for an extra-curricular activities. 
10- review the alms and objectives of the courses for appropriate modification 
if 
required. 
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II- consider alternative methods in teaching. 
12- know each faculty member's strengths and weaknesses to capitalize on the 
strengths and minimise the weaknesses. 
13- maintain good discipline and a well ordered atmosphere for the work. 
14- communicate the departmental views on the appointment of new faculty. 
15- take care of all resources in the department. 
In addition the management team should provide leadership to achieve the institutional 
goals and support the personnel to enable them to achieve their goals (Morsink, 
1987). 
Problems facing the higher education institutions: 
It seems that the problems facing the management teams in higher education are not 
the same in all cases (Haydn, 1991). On the contrary, each of the members of the 
management team has his/her own fist of priorities which he/she has to resolve. Small 
institutions have the same problems which large institutions have but on a smaller 
scale. 
The problems of higher education could be summarised as follows: 
Financial Problems; 
Financial constraints seem to be the major factor contributing to the difficulties in 
higher education institutions (Everard, 1992; Hoy, 1992; Middlehurst and Elton, 
1992). Consequently, and because of these constraints which mainly result from a 
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limited budget provision from government and high costs for each student, the 
pressure on higher education institutions to obtain outside funds for research has 
increased (Bor and Shute, 1991 and Rutherford, 1992). 
Organisational Problems; 
The top management in universities tend to accuse the middle management of not 
fulfilling the management decisions agreed upon and therefore they fail to appreciate 
broader institutional concerns (Haydn 1991). On the other hand, Birnbaum(1988) 
states that the relationship between the management team and faculty members is 
confused since faculty has the professional authority based on the expertise over the 
curriculum, and yet they are not involved in setting the institution's goals. 
The management teams operate in their colleges and departments through loosely- 
defined roles and relationships. In contrast to this, communication is well established 
as far as committees are concerned. Haydn(1991) asserts that this is due to the fact 
that the decisions taken in the committee will not necessarily be implemented by the 
managers. This is why Gardner (1992) and Middlehurst and Elton (1992) describe the 
situation as if the dean, chair, and heads are ground between the upper and lower 
millstone of top administration and frustrated faculty. 
All these have led the middle management teams to be feel frustrated because of the 
tension between the university's demands and faculty expectation of them 
(Rutherford, 1992). They are also frustrated when dealing with issues of disciplinary 
action towards the faculty or staff without support from senior administrators. 
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Moreover their feelings have even worsened when many of their requests have been 
turned down owing to institutional constraints (Bennett, 1990 and Haydn, 199 1). 
Management skills Problems; 
Management in higher education institutions is generally in the hands of the same 
members who are responsible for teaching as well as research activities. Few of the 
management teams have had managerial training courses prior to their appointment. 
To this,, Bor and Shute (1991) assert that academics are not well trained as managers. 
Haffenden (1990) emphasised the point that these managers are playing a major role 
in any educational change, therefore their preparation and accountability must be 
examined. Kogan and Kogan (1983) indicate that most of the vice-chanceffors were 
appointed basically because of their good academic records and ability to lead the 
eduCational institutions. However their management skills have often been questioned 
some time after the appointment. 
The deans, chairs, and heads are not trained for their new responsibilities as 
managers. At the same time they can not keep up with the same level of scholarship 
and research (Haydn, 199 1). This may create conflict between the two responsibilities - 
Furthermore, if one of the management team wishes to progress in academic 
management, the rotating nature of some posts may create frustration. 
Haydn (1991) also argues that when the dean, chair of department, or head of 
programme, is appointed permanently, he/she has a clear position in the formal 
management team7 while when the dean, chair, or head is appointed on rotation basis, 
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his/her obligation is not clear. 
Another problem arises when dean, chair, or head is forced to take a decision perhaps 
against their choice, when their institutions have adopted certain policies and these 
have to be implemenýed possibly against their departments or colleges' wishes. This 
will lead the management teams to be in doubt about authority or support they have 
from the university structure when difficult decisions are to be taken (Haydn, 199 1). 
Universities' Problems; 
In most higher educations institutions two basic activities are to be carried out; 
teaching and research. Teaching activity takes most of the professors or lecturers time 
leaving little opportunity for research (Gray, 1992). 
This problem has not yet been solved despite the efforts of many universities' top 
management, nor have they resolved the conflict between the need of individual to 
have a high academic reputation gained by research and other publications material 
and the need to have the department managed as a part of the organisation 
(Hoy, 1992). 
Another problem with research is that the research in higher education is in the 
individual interest rather than the institution's interest (Gray 1992) because of the 
ambiguity of the definition of the roles of the institution. 
Likewise, the higher education institutions have not yet dealt with the conflict between 
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commercial and educational values which leads to low faculty morale (Everard, 1992). 
Everard also accuses the higher educational institutions of loss of direction and poor 
public image. 
Time management Pýoblems: 
As far as time is concerned, the management team find themselves working more 
hours on a daily basis to fulfil their responsibilities which they are not able to delegate 
or because of increasing the number of meetings they have to attend each week. 
Finding time for undertaldng research is therefore a major problem for them 
(Haydn, 1991 and Rutherford, 1992). 
In the rest of this chapter the theories of management (formal, political and 
democratic) wifl be discussed. 
THEORIES OF MANAGEMENT IN HIGHER EDUCATION INSTITUTIONS: 
Formal, political and democratic models are most frequently associated with higher 
education management. The common features, the goals, the structure, the 
environment and the limitations of each model will be discussed. 
FORMAL MODELS: 
The common features of the formal models as stated by Bush (1986) and Livingstone 
(1974) are: 
The formal models deal with the organisations as a system and give importance to the 
organisational structure presented by the organisation charts, and hence these models 
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have a tight hierarchical authority structure. 
These models also emphasise the unity, integrity, and interaction between the units 
of the organisations. The unity and coherence of organisations emphasise the agreed 
organisational objectives where the institutions develop policies in pursuit of these 
ectives and evaluate the effectiveness of such policies. 
The authority of leaders is exercised as a result of the positions these leaders hold at 
a specific time. 
The managerial decisions in these models are made through a rational process, that 
is to review all possibilities and then choose the appropriate alternative bearing in 
mind the purposes of the institution. Furthermore the accountability of the 
organisation to its sponsoring agency is a major concern in formal models. 
Equally, the following assumptions are in line with central features of formal models 
mentioned by Bush (1986) and Livingstone (1974): 
1. Organisations exist Primarily to accomplish established goals. 
2. For any organisation, there is a structure appropriate to the goals, the 
environment, the technology, and the participants. 
3. Organisations work most effectively when environmental turbulence and 
personal preferences ofparticipants are constrained by norms of rationality. 
4. Specialization permits higher level of individual expertise andperformance. 
5. Coordination and control are accomplished best through the exercise of 
authority and impersonal rules. 
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6. Structure can be systematically designed and implemented. 
7 Organisational problems usually reflect an inapproptiate structure and can be resolved through redesign and reorganisation. 
(Bolman and Deal, 1984: 31-32) 
Bureaucracy is the major type of organisational structure in most formal institutions. 
In these models, the organisation is divided into unit and sub-unit and people are 
appointed to be responsible for them based on their technical and professional skills 
(Bradly and Wilkie 1974, and Altback 1995). 
Initially, the bureaucratic model is associated with the work of Weber (1947) who 
argued that bureaucracy is the most efficient form of management in formal 
organisations. 
In the same way Livingstone (1974) argues that: 
0.. 
Bureaucracy desctibes only the simple truth that as organisations grow and 
become more complex, moreformal systems of regulation replace the infomwl 
understanding that is often sufficientfor effective co-ordination in the smaller, 
simpler units. (p. 9) 
Other authors also argue that the bureaucratic model works efficiently in perfect 
organisations. Therefore,, bureaucracy seems to be the appropriate model for a formal 
organisation which seeks to have maximum efficiency for its management. 
In fact, the bureaucracy model is significant in higher education institutions and 
cannot by neglected since each of these institution is like any other bureaucratic 
organisation founded by the government; it has a formal hierar&y from president to 
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instructor; has the same formal channel of communication as other bureaucratic 
organisations; authority is clear and unambiguous, rules and regulation are to be 
followed to ensure stability and continuity regardless of who is in charge (Baldridge 
1971). 
The goals in formal models: 
Formal models characterise higher education institutions as goal oriented 
organisations, and all members work to achieve highly specific aims. 
Goals appear as given, andfixed. The organisation comes to be regarded as 
a technical machine-like instrumentfor the achievement of extemally decided- 
upon ends. Policy aims are fed into the bureaucratic organisation from the 
top, the object being to have these aims implemented through the closed set of 
boxes that constitute the bureaucratic structure. 
(Bradly and Wilkie 1974: 53) 
Although these goals are clear most of the time some faculty members may take 
advantage from certain activities which may create confusion: 
Because the official goals were vague there were plenty of grounds on which 
activities actually pursued, or mooted, could be justified if necessary; but 
equally, those who objected to certain activities stood a considerable chance 
offinding grounds on which support their objections. 
(Tipton, 1973: 27) 
But the conflict between individual goals, department goals, and formal goals is often 
ignored in higher educational institutions, which creates more peaceful environment 
in these institutions (Livingstone 1974). 
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Structure of formal models: 
In formal models the structure of the organisation is very well known and respected 
especially in universities and colleges where each individual knows his/ her position 
and where he/she belongs. 
The hierarchical structure is based on the principle of legal rationality and tied 
together by formal chains of command and a system of communication to produce 
maximum efficiency (Baldridge, 1971 and Bradly and Wilkie, 1974). 
Environment in formal models: 
As with any form of management models, the higher educational institutions in formal 
models are heavily linked with the existing environment and its resources for its 
survival and continuation of activities. 
The limitation of formal models: 
Baldridge (1971) criticised the bureaucratic model as inadequate for explaining 
university policy. He argues that this model falls short of recognising non-legitimate 
power e. g. expertise power. This ignores the system, and does not explain the change 
in the institution as time elapses. Moreover this model does not deal with the setting 
of policy as political aims, it only deals with the efficient means for achieving them. 
Baldridge, therefore affirms that decision making in a university cannot be justified 
by a bureaucratic model. 
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Livingstone (1974) affirms that the hierarchical model is efficient in term of teaching, 
but that the orientation of most faculty members is professional. They implicitly reject 
hierarchical organisations as relevant to their work, and he concludes that university 
authorities have little formal control over the activities of individual members of 
faculty. 
Bush (1986) identifies five specific weaknesses associated with formal models: 
A- The higher education institutions are traditionally not goal-oriented organisations, 
and very few have formal written statement of their goals and oýjectives; 
B- The decision making process in higher educational institutions is highly influenced 
by individual professionals and small groups, therefore the decision making in these 
institutions cannot be characterised as a rational process; 
C- Formal models focus mainly on the organisation and treat individuals as less 
important factors; 
D- Formal models are more suitable to organisations with very restricted discipline 
for their effectiveness. In educational institutions, however, the relationship is not so 
strict since the head of department lacks the competence to supervise a faculty other 
than his specialty; and 
E- Formal models work better in stable organisations, where the individual can be 
slotted into predetermined positions in static structures. 
The above criticisms of formal models suggest that they have serious limitations in 
respect to higher education institutions, but at the saftie time it is unwise to exclude 
formal approaches as irrelevant to institutions of higher education. 
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POLITICAL MODELS: 
7he political models assume that in organizations policy and decisions emerge 
through a process of negotiation and bargaining. Interest groups develop and form alliances in pursuit of particular policy objectives. Conflict is viewed as 
a natural phenomenon and power accrues to dominant coalitions rather than being the preserve offortnal leaders. 
(Bush 1986: 68) 
Baldridge (197 1) affirms that to understand the events in higher education institutions, 
the decision making activities must be seen as a political process not as a simple 
bureaucratic mechanism and he describes three theoretical sources in building his 
political models; the conflict theory, community power theory,, and informal groups. 
The conflict theory: 
This theory emphasises the fragmentation of social systems into internal groups, each 
of these groups having its own objectives; conflict arises due to the interaction of 
these different interest groups. This theory studies the conflicting interests groups and 
change. 
The community theory: 
The second theory used by Baldridge to build the political model is based on 
community power. This community power places emphasis on the study of the nature 
of power in a political systems, what Idnd and how it is articulated?; on the role of 
interest groups in a political system; and on goal-setting activities. 
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Interest group theory: 
In each institution the decision making is affected by the influence of the internal and 
the external groups exercising informal power, which may appear over the goal setting 
activities. 
Interest groups usually have long-term objectives as well as short- term objectives, 
where coalitions are temporary and dissolved when most of the objectives have been 
achieved (Bush 1986) and they have capitalised on their authority, influence and 
power. 
The differences between authority, influence and power are clearly demonstrated in 
the literature: 
I- Authority is the static, structural aspect of power in organizations; 
influence is the dynamic, tactical element. 
2- Authority is the formal aspect of power, -influence is the informal aspect. 
3- Authority refers to the formally sanctioned right to make final decisions; 
influence is not sanctioned by organization and is, therefore, not a matter 
of organizational tights. 
4- Authority implies involuntary submission by subordinates; influence implies 
voluntary submission and does not necessarily entail a superior- subordinate 
relationship. 
5- Authority flows downwards, and it is unidirectional; influence is 
multidirectional and can flow upward, downwards, or horizontally. 
6- Ae source of authority is solely structural; the source of influence may be 
personal characteristics, expertise, or opportunity. 
7- Authority is circumscribed, that is, domain, scope, and legitimacy of the 
power are specifically and clearly delimited; influence is uncircumscribed, 
that is, its domain, scope, and legitimacy are typically ambiguous. 
(Bacharach and Lawler 1980: 44) 
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The goals in political models: 
Political models focus primarily on the goal of sub-units rather than the institution's 
objectives as in both formal and democratic models. Consequently, there is no 
agreement over the goals and objectives and the management teams are ready to make 
coalitions with other members in order to influence their goals and decision making 
in t4e system. 
Moreover the goals of political models are not maintained because new factors are 
introduced into the bargaining process. 
Structures of political models: 
The political models assume that the organisation structure could change as the interest 
groups are changed. The change of the interest groups is based on the process of 
barg ii and negotiation. 
The structure of political models is also developed to determine which interest groups 
are to be served by the organisation. This instability of the structure in political 
models leads to more conflict: 
The different parts of the structure, once established, are portrayed as 
potential battleground where the interest groups engage in combat to secure 
the supremacy of theirpolicy objectives. 
(Bush 1986: 82) 
Some conflict, nonetheless, is considered to be a healthy process in higher educational 
institutions. 
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In afragmented, dynamic social system, conflict is natural and not necessarily 
a symptom of a breakdown in the academic community. In fact, conflict is a 
significant factor in promoting healthy organizational change. 
(Baldridge et al 1978: 35) 
The environment in political models: 
The political models are characterised, by the influence of the external groups on 
internal decision making in higher educational institutions. Naturally, different groups 
apply different pressures to these institutions since they have different motivation for 
their involvement. 
Therefore the relationship between these institutions and their enviromments is always 
in constant conflict (Tipton, 1973). 
Limitations of political models: 
Many authors point out the significance of group influence on policy fonnulation, but 
the decision making process falls short of providing a complete picture of policy 
making in education. 
political models are immersed so strongly in the language ofpower, conflict 
and manipulation that they neglect other standard aspects of organizations. 
There is little attempt to discuss the various processes of management or any 
real acknowledgement that most organizations operate for much of the time 
according to routine bureaucratic procedures. 
(Bush 1986: 85) 
Although Baldridge et al (1978) advocate these models, they claim that these models 
are not a substitute for bureaucratic or collegiate models of academic 
decision making. 
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When the decision making at institution level is undermined or underestimated by the 
mterest groups and when the sub-units compete to achieve their own objectives and 
to secure their endorsement with the organisation, then conflict is imminent. 
DEMOCRATIC MODELS: 
Democratic models range from a restricted democracy to pure democracy. In the first 
extreme, the leader shares power with a limited number of senior colleagues, in the 
second extreme, however all members have an equal voice in determining policy. 
Democratic models assume that organizations determine policy and make 
decisions through a process of discussion leading to consensus. Power is 
shared among some or all members of the organization who are thought to 
have a mutual understanding about the objectives of the institution. 
(Bush, 1986: 48) 
The major features of these models that they are strongly normative in orientation, 
based on value and belief rather than reality. These models have an authority derived 
from expertise and are appropriate for organisation with professional staff. These 
models also assume a common set of values held by members of an organisation. 
A very strong harmony bias that assumes away the possibility of conflict. It is 
only likely to work well ... where virtually all of the participants- especially 
the 
more active ones- have strong spirit of genuine co-operation, similar values 
andpersonal goals, and a deep commitment to the institution and its goals and 
priorities. 
(Richman and Farmer, 1974: 29) 
The formal representation of the faculty widiin the various decision maldng 
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committees is another major assumption in establishing democratic theories. These 
decisions are taken by official committees, that power is shared within the faculty 
members and must be reached by a process of consensus or compromise through 
discussion and argument (Livingstone, 1974 and William and Blackstone, 1983). 
LivTgstone (1974) argues that in most universities professionalisation is becoming 
popular in which the faculty would like to be identified with his/her own discipline 
and not with university; moreover he affirms that the faculty members are controlled 
by the value which all share during their academic and professional training, not by 
hierarchy. 
This approach is highly practised in higher educational institutions and well known as 
the collegiate model. In this model any higher educational institution with high level 
professional skills operates most efficiently in its management procedures (William 
and Blackstone 1983). 
The goals in democratic models: 
The members of an organisation must agree on its goals. This agreement on goals and 
alms is the key element in the management of universities and colleges. 
Functions of institutional objectives may be outlined as follows: 
First of all, goals provide a general guide to activity. A member of an 
organization who is aware ofthe organization's goal is better able to make 
his 
activities relevant to achieving it. Secondly, goals serve as a source of 
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legitimacy. Activities can be justified if they can be shown to further 
achievement ofthe goals. Ykrdly, they are a means oftneasuring success. INs 
introduces the notion of effectiveness. An organization is effective if it achieves 
its objectives. 
(Livingstone, 1974: 22) 
The structures in democratic models: 
The structure in the democratic models is lateral or horizontal where members have 
equal rights to determine the policies and influence decisions. 
Democratic models are often illustrated through a system of committees, the decision 
malcing process within the committees being influenced by specific expertise rather 
than official positions. 
The environment in democratic models: 
The relationship between the institutions of higher education and its environment is 
ambiguous and difficult to assess: 
The ambiguity of the decision- making process %ithin democratic organizations 
creates a particular problem in terms of accountability to extenuil bodies. 
Individuals and groups outside the institution often behave as if the head or 
principal has total control over the activities of other member of the 
organization and can be held responsible personally for its decisions. 
(Bush, 1986: 58) 
in higher education the dean or the head of department is responsible for the policies 
of the college from the external bodies" point of view, and since neither of them can 
influence the decision in democratic models, therefore, these models do not fit 
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comfortably the assumption of formal accountability. 
Limitations of democratic models: 
Critics of democratic models point out the limitations and weaknesses as being broadly 
normative, which tend to obscure rather than represent reality (Morsink, 1987). 
In universities and colleges, the various disciplines often have rather varying ideas 
about the purpose of their institution. This creates conflicts about the goals of higher 
education institutions'. and as a result the validity of democratic models is reduced. 
Decision making widiin democratic models tends to be slow and clumsy, and is made 
by agreement of all committees concerned before the issues are resolved, forcing a 
substantial investment of time. 
The committee members in democratic models are either elected or volunteer and in 
both cases lack the relevant experience or the specialisation. Therefore, the questions 
under discussion are not efficiently debated. 
CONCLUSION: 
Each one of the above mentioned models (formal, political, or democratic) can be 
employed to explain management process in higher education institutions by givi g 
valuable insights into the nature of management in higher education. But each one on 
its own fails short to give a complete explanation of the process of management or to 
provide a total framework for higher education management. 
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The goals in the models: 
In the formal models the goals are determined by the senior leaders of the institution, 
thus the evaluation of the institution is based on these predetermined aims. While the 
democratic models share this notion with formal models, they do not require that the 
objectives are imposed by the senior leaders. 
On the other hand, the political model emphasises the goals of sub-unit or departments 
rather than institution's objectives, therefore the goals are not stable and accountability 
cannot be determined. 
The organisational structures in the models: 
The organisation structures in formal models are considered hierarchical where the 
leader takes the decisions to be implemented by his/her subordinates. This is in 
contrast to the democratic models where the decisions are taken and implemented by 
all members of the institution. But both formal and democratic models regard 
structures as objective realities and the decisions are influenced by official positions. 
Political models, on the other hand, portray the structures of the institution as 
unstable and, this therefore, causes conflict in the institution between interest groups. 
Environment in the models: 
External groups have great influence on the survival and well-being of higher 
education institutions, therefore the relationship between external groups and the 
institution should be open rather than closed in order to build a positive image of 
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these institutions in formal models. 
On the other hand, external accountability is bluffed in democratic models due to 
decision sharing within the institution. 
The relationship in political models however, is unstable. External groups may 
influence the internal groups in pressing for adoption of certain policies. 
Therefore, the three perspectives differ significantly in the way in which they treat 
goals, structure, environment and the major aspects of institutional management. 
(Figure 2.1 shows the major feature of the three models). 
The differences between these three models are enormous, however when integrated 
they provide a comprehensive process to evaluate management in higher education 
institutions. 
The three models are viewed as basic framework to contribute to our understanding 
of the management of higher education institutions. 
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Elements Type of model 
of ------------------------------------------------------------ ------ 
management Formal Political Democratic 
1, evel at which Institutional Subunit Institutional 
goals are 
determined 
Process by Set by leaders Conflict Agreement 
whi&h goals 
are determined 
Relationship Decisions based Decision based Decision based 
between goals on goals on goals of on agreed goals 
and decisions dominant 
coalitions 
Nature of Rational Political Collegial 
decision 
process 
Nature of Objective reality Setting for Objective 
structure hierarchical subunit reality 
conflict lateral 
Links with Closed or opened Unstable, Accountability 
environment Head accountable External blurred 
by 
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Figure 2.1 comparison Of management models (modified from Bush, 
1986) 
CHAPTER THREE 
METHODOLOGY 
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The main aim of this study is to investigate the performance of the management teams 
in higher education institutions in Bahrain, particularly their faculty relationship, 
management skills and leadership activities dimensions. The study has also attempted 
to investigate the institutions' management. 
To achieve the aim of the study and to answer the questions posed in chapter one, 
both qualitative and quantitative research methods were employed by means of 
questionnaires and personal interviews. 
POPULATION DESCRIPTION: 
The total population for this study is estimated to be 10,000 academic faculty 
members in higher education institutions in Gulf Cooperation Council States (Bahrain, 
Kuwait, Oman, Qatar, Saudi Arabia, and United Arab Emirates). 
Since all of the six states are in one geographical area and share the same culture and 
backgrounds, only the population in Bahrain was targeted in this study and it could 
subsequently be replicated in the other states. 
THE SAMPLE: 
The higher education institutions in Bahrain employ eight deans of colleges; 33 
chairpersons of divisions; 88 heads of programmes and around 523 faculty members 
(table 3.1). 
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Table 3.1 Academic Faculty members in Higher Education 
Institution A B C Total 
Deans of Colleges 1 2 5 8 
Chairpersons of 
Divisions 
3 6 24 33 
Heads of Programmes 16 6 66 88 
Faculty Members 81 68 374 523 
Total 101 82 469 752 
The total academic faculty members are of different nationalities (Bahraini, Indians, 
British, Americans, and others), with different level of experience, and different 
qualifications. 
AH members, of the management teams (deans, chairpersons, and heads) were 
approached to take part in this study. In addition a random selection of 149 faculty 
members were included. 
Sampling of Faculty Members: 
For proper sampling all members of the population should have a known (non-zero) 
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chance of being selected for the sample (Wood, 1977 and Dillman, 1978). Both de 
Vaus (1986) and Arber (1993) divide the sample into two types, probability and non- 
probability. 
Types of the probability sampling are simple random, systematic, multistage cluster, 
and stratified sampling (de Vaus, 1986 and Sigleton et al, 1993). 
Random stratified sampling was employed in this study to select the faculty members 
because it is more representative than the other sampling technique (de Vaus 1986). 
The first step was to select the stratifying variable. Then the sampling frame was 
divided into groups according to strata (category) of stratifying variables, after which 
systematic sampling was employed to select the appropriate portion of respondents 
within each strata (Forcese and Richer 1973). 
Sample Size: 
There is no general rule which can be applied to sample size; it depends on the 
variation in population in regard to the key characteristic(s) of the study. In general, 
with a small increase in a small sample, a significant increase in accuracy will occur. 
However increasing the sample size of a large sample will not have the same effect 
as- in a small sample. 
de Vaus (1986) suggests that a sample size of 10 percent of population for 
homogeneous groups is required for accuracy. Ary et al (1990) claim however,, that 
although most researchers believe that 10 percent of population is an appropriate 
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sample size, this notion is not necessarily correct. They argue that the sampling 
procedure, not the size of the sample alone is more important in determining whether 
ý1- - We sample is representative of the population. 
In additional to sampling size, Dillman (1978) argues that the selection criteria and 
substitution procedures are important factors which contribute to the representativeness 
of the sample. 
Thus a stratified sampling technique was employed to select 25 percent of the faculty 
members from each division and programme within each institution. 
QUESTIONNAIRE RATIONALE: 
The literature review; previous research mainly by Balridge (197 1), Lasley Huberman 
(1987), Carnall (1991) and others related reports were used as a foundation of the 
questionnaire to obtain data needed for this study. 
Advantages of using a questionnaire as a research instrument were identified by 
Dillman (1978); Schuman and Kalton (1985); Cohen and Manion (1989); and Newell 
(1993), these are: 
I- Large numbers of subjects in more locations can be asked to contribute. 
2- Confidentiality can be guaranteed and hence more truthful responses may be given 
leading to more reliability. 
3- They are more economical in terms of time and money. 
4- Questionnaires could be filled at any time convenient to the respondents without 
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influence from any body else. 
5- Decreases the social desirability bias. 
On the other hand, questionnaires have many disadvantages, as discussed by the same 
authors. These are: 
1- A low return rate reduces the sample size and biases the results. 
2- It is quite possible that one or more question is missed. 
3- It is very difficult to design a questionnaire which will be fully understood by every 
respondent. 
4- It differs ftom the interview, where the interviewer could explain any 
misunderstanding to the respondent. 
THE QUESTIONNAIRE DESIGN: 
The questionnaire consists of five sections as follows (Appendix A): 
The first section (10 items) asks how the management team and their subordinates and 
superiors perceive the relationship of the management team. 
The second section (17 items) asks how the management team and their subordinates 
and superiors perceive the management skills of the management team. 
The third section (17 items) asks how the management team and their subordinates 
and superiors perceive the leadership activities of the management team. 
The fourth section (16 items) asks the management team and the faculty members to 
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describe their institution's climate. 
The fifth section (14 items) asks the respondents about their demographic information - 
When writing a questionnaire, certain points should be considered. For example: the 
structure of the question, selection of types of questions and wording; and the kind 
of information sought, which could be attitude, belief, behaviour, or attribute. 
Types of questions: 
Close- ended questions are the most frequently used when developing a research 
questionnaire. The advantages of this type of questions or scale responses are: the 
responses are restricted to stated alternatives, where the respondent has to find the 
most appropriate answer; they are suitable for attitude and belief answers; ideal for 
determining degree of involvement and frequency of participation; easier to analyse 
and to code; less demanding time for the respondent to complete; appropriate to 
questions of sensitive or private nature; and save time and money for the researcher. 
In general a close- ended question could be used when the respondent is informed 
about the issues to get specific aspect of the matter and how strong his/her opinions 
are. 
The main disadvantage of this type of question however, is that it forces the 
respondent to choose between the limited answers provided and may lead to recording 
of false opinion. Therefore, it does not provide much insight into whether the 
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respondents really have any information or any clearly formulated opinion about the 
issue. On the other hand, subjects who have information or an opinion may dislike 
being restricted to limited responses, and therefore an opportunity to give an 
appropriate alternative response needs to be included to avoid biased answers. 
(Dillman, 1978; de Vaus, 1986; Cohen and Manion, 1989). 
Wording of the questions is considered a major problem in writing questionnaires, as 
questions can be misunderstood completely or in part, appear objectionable or be 
uninteresting (Dillman 1978). 
With regard to the kind of information sought, Upshaw (1968) and Oppenheim (1992) 
assert that the Likert scale is widely used in attitudinal research, and since this study 
is mainly concerned with the attitude of the management teams in higher education, 
a five point Likert scale, as a type of close- ended question, has been employed. 
Since the appearance of the questionnaire has a psychological effect in encouraging 
the respondent to complete it, this questionnaire was designed to be in vertical flow 
when ever possible; the questions were grouped according to content to ease mental 
effort required by the respondent; and lower case letters were used for the questions/ 
statements and upper case for the scales to prevent unintentional omission and to make 
it difficult to miss some questions. 
Moreover, the questions were designed to be in order so as to start with those which 
build the respondent's confidence, while the more intrusive group of questions (i. e. 
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the demographic questions) were positioned at the end of the questionnaire. 
Questionnaire testing: 
The pilot study is an important step to assess whether the questionnaire is appropriate, 
understandable and simple to use, and since it is also time consuming and expensive, 
therefore, institution A, an organisation with which the researcher has a good contact, 
was chosen to conduct this pilot study to reduce the communication time. 
The main purpose of this pilot study was to make sure that this questionnaire would 
work as intended; as well as to discover the opinion of respondents on both the 
content and the format of the questionnaire in order to: overcome any 
misunderstanding(s); pilot the instructions given to respondents; pilot the answering 
categories; pilot the coding procedure; and check reliability of the items. 
Overall this pilot study was seen as an effort to alleviate any problem which might 
otherwise affect the main study. 
No major changes were suggested by the respondents and therefore, the same 
questionnaire was used to coflect the data necessary for the main study. 
DATA COLLECTION: 
The survey which is one of the major research methods used 
in education as well as 
other disciplines was employed for data collection 
in this study - 
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Prior to the data collection, letters were sent to the president of UB, president of 
AGU, and Dean of CHS (Appendix B) to seek their written approval to conduct the 
study - Only two institutions gave their permission to conduct the study and therefore, 
the questionnaires were mailed to the respondents in these two institutions (institution 
A and institution B) along with a reply- paid, return addressed envelope and a 
covering letter which included the following elements (Appendix Q: 
I- The purpose of the study and its potential useftilness. 
2- Explanation of why he/she was included in the population or the sample, and an 
appeal for cooperation indicating that his/her contribution is significant to the study - 
Is based on convincing peoplefirst that a problem exists that is of importance 
to a group with which they identify, and second, that their help is needed to 
find a solution. The researcher is portrayed as a reasonable person who, in 
light of the complexity of the problem, is making a reasonable requestfor help, 
and, ifforthcoming, such help will contribute to the solution of that problem. 
(Dillman, 1986: 162) 
3- The protection provided to respondents. Confidentiality was maintained by using 
an identification number on the upper right hand of the questionnaire and the 
respondent was told that the number was there simply to enable the researcher to 
check the respondent's name off the mailing list when the questionnaire was 
returned. The number was deleted immediately after this check. 
4- Sponsorship of the study. 
5- Appreciation for their cooperation and assistance. 
6- The date of mailing the questionnaire. 
7- Request for immediate retum. 
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Distribution of the questionnaire: 
Lists of all academic faculty members were obtained from the two institutions9 
administration offices. 
Copies of the questionnaire were sent to the three Deans; nine Chairpersons of 
divisions; fourteen Heads of programmes who were available at that time; and thirty 
six faculty members (table 3.2). 
Follow-up procedure: 
To encourage a high return, Dillman (1978) suggests that the questionnaire should be 
well structured and include clear and easily understood instructions, an explanation 
of the purpose of the study,, and the full address of the researcher. Similarly Lin 
(1976) states that a careful follow-up design increases the return of the questionnaire - 
The first reminder letter was sent after two weeks from the date of the cover letter 
asking the participant to complete the questionnaire as soon as possible. 
(Appendix D) 
A second reminder was made by telephone a week to ten days after the first reminder 
to inform the respondents about the importance of their contributions to the study's 
success and urging them to respond, and offering to send another copy of the 
questionnaire. 
A third reminder was made by telephone where the participant was asked about the 
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reasons for not returning the questionnaire. Most of the participants indicated that they 
were very busy and they promised to send them soon. 
The response rate: 
All Deans (3), all chairpersons (9), all heads (14), and 27 from faculty members 
responded in time. (Table 3-2). 
Table 3.2 Response Rate. 
Sent to Returned from 
Deans 33 
Chairpersons 99 
Heads 14 14 
Faculty members 36 27 
Total 62 53 
The overall response rate for this study was 85 percent. Ary et al (1990) claim that 
a high rate is achieved with better educated respondents who are more interested in 
the issues in the questionnaire and consider 75 percent return to be a high response 
rate. 
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INTERVIEW RATIONALE: 
Cohen and Manion (1989) advocate that when evaluating hypotheses or opinions, the 
interview as a research method is appropriate. Similarly, Fielding (1993) claims that 
the interview is most widely used as a research method to gather data; to measure 
what the respondent knows (knowledge or information), what he/she likes or dislikes 
(values and preferences), or thinks (attitudes and beliefs); to establish opinion; and to 
test or suggest (one or more) hypotheses, or identify relationships. The interview may 
also be used in conjunction with other methods to follow up unexpected results, 
validate another method, or profoundly investigate an issue (Cohen and Manion 1989, 
Fielding 1993 and Gilbert 1993). 
An interview as a research tool could be employed in three forms: 
The structured or standardised. interview, where content and wording of the questions, 
and procedures are organised in advance, and where, using the interview schedule, 
the interviewer has little freedom to make modification. 
Semi-structured or semi-standardised, which gives more freedom to the interviewer 
to make modifications, to probe, and to be flexible; or 
Non-structureA which is not only in conversational style, but where, also, the 
interviewer has no control over the direction of the interview. This interview type is 
helpful when the subject matter is sensitive or complicated (Fowler 1984, Fielding 
1993, and Robson 1993). 
Neither structured nor non-structured interviews were seen as appropriate for this kind 
of research (Whyte, 1982). 
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Advantages and disadvantages of an interview as a research method: 
Dillman (1978), Wragg (1984), Cohen and Manion (1989), Patton (1990), and 
Creswell (1994) affirm that the advantages of the interview as a research method are: 
I- Flexibility, where a question could be repeated and explained when the 
respondent does not understand its meaning, when the response seems incomplete 
or not entirely relevant, and where additional information could be obtained by the 
interviewer. As a result the respondent has to respond to all questions which have 
been asked. 
2- Control over the order of the questions in standardised or semi- standardised 
interviews. The respondent cannot go back and change answers previously given. 
3- Greater completion rate; good opportunity to ask questions; and greater depth of 
the responses can be achieved. Above all, verbal response is less difficult for the 
respondent than having to read and write questions. 
4- Information giving an overall view of an organisation's structure and policies as 
well as its relationshiP with other organisations could be sought by the interviewer. 
On the other hand the disadvantages of interview as listed by the same researchers are: 
vulnerable to subjectivity and bias on the part of interviewer; more expensive and 
time 
consuming; limited number of respondents who can be reached; and 
limited in overall 
reliability. 
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Moreover, Cicoural (1964) lists the following unavoidable features in the interview 
situation: 
I- When questions are deep the respondent may feel embarrassment and try not to 
answer truthfully. 
2- Many of the meanings which might be clear to the interviewer might not be to the 
respondent. 
3- It is difficult to bring the whole process of the interview under control. 
4- Mutual trust., social distance, and interviewer's control may vary between two 
interviews. 
In addition to that, Fielding (1993) and Hammersley and Atkinson (1995) claim that 
misdirected probing and prompting, ignoring the effect of the interviewer's 
characteristics and behaviour, and neglecting the cultural context and the wording of 
questions are potential problems with interviews. 
Two basic types of questions, open- ended or close- ended are used in an interview: 
The first type of questions allow respondents to develop their answer in their own 
words, and therefore the required information is expressed by them freely and without 
bias from the researcher. Other advantages of this type of question are that they 
stimulate thought, bring out suggestions, clarify the position, encourage cooperation 
and establish rapport. It allows evaluation of what respondents really believe, may 
result in unexpected answers which may lead to new hypotheses, and exploration of 
detailed aspects of the issue by testing the limit of the respondent's knowledge (de 
Vaus, 1986 and Patton, 1990). 
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The disadvantages of open- ended questions are that the researcher may misinterpret 
the answers especially if the responses are ambiguous. They may also be very 
demanding and may cause embarrassment for the respondent; they may not be easy 
for statistical analysis. They are time consuming for both the respondent and the 
researcher. 
In general, use of open- ended questions depends on the content and complexity of the 
question, types of respondents and their motivation, appropriate coding procedure, and 
time available. 
Conduct of interviews: 
In a similar way to the procedure for the questionnaire, a letter stating the purpose of 
the study was sent to each of the persons in the sample asking for their participation, 
for a convenient time to conduct the interview and for agreement to tape record the 
interview as well as take notes during the interview. (see appendix E) Three of the 
mterviewees refused to be tape- recorded. 
Considering the three forms of interview as a research tool, the purpose of using the 
interview as a research method, and realising the advantages and disadvantages of the 
three types of interview, semi-structured interviews were conducted with seven 
chairpersons of divisions and eleven heads of programmes. 
The interviews were conducted between 7/3/95 and 29/3/95 using open- ended 
questions in order to obtain the respondents' perception of the roles and effectiveness 
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of the management team in higher education in Bahrain. (see appendix F for interview 
protocol). 
Prior to each interview, the researcher created a pleasant atmosphere in order to put 
the respondent at ease by introducing himself in a friendly manner, stating briefly the 
purpose of the interview and avoiding too much information at this stage in order not 
to bias the respondent. 
During the briefing the respondent's permission to tape recording the interview was 
obtained and it was agreed that he/she could switch off the recorder at any time 
during the period of the interview. The respondent's anonymity and confidentiality 
were assured by referring to him/her by number during the analysis and when 
reporting the data (Wood 1977, Cohen and Manion 1989, Fielding 1993, and Newell 
1993). 
During the interview, the interviewer refrained from stating his own opinion or 
curiosity; avoided expressing approval or disapproval, surprise or shock at the 
respondent's answer at any time; and kept the respondent's attention focused on the 
task. 
RELIABILITY AND VALIDITY: 
Reliability is described as consistency of the outcomes from one measurement to 
another (Sapsford and Evans, 1984), and to maximise the reliability a multiple-term 
indicator was used; the questions were worded clearly and unambiguously; the sample 
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was well defined statistically; and data obtained were directly related to the study (de 
Vaus, 1986 and Newell, 1993). 
The internal reliability has to be checked by building some redundant questions into 
the questionnaire. In the case of the interview, items on the same topic have been 
rephrased and repeated 
Validity is whether the question is really measuring what it is supposed to measure. 
(Fielding, 1993 and Proctor, 1993). 
Kerlinger (1986) and de Vaus (1986) indicate three methods to assess validity: 
Criterion validation, by comparing the new measurement with old measurements of 
weH known high validity. If correlation is high then the new measurement is valid. 
Fielding (1993) argues, however, that the old measurement could be incorrect leading 
to the wrong conclusion. 
Content validity , 
is most frequently relied upon (Holsti, 1969). This method 
emphasises whether the indicators are measuring different concept. This problem 
could be checked by asking competent colleagues who are familiar with the purpose 
to -consider the questions during the pilot study. 
Construct validation, whether the measurement conforms with the theoretical 
expectation or not. 
76 
de Vaus (1986) and Proctor (1993) affirm that in the case of an attitudinal study using 
multiple indicators the validity is proven to be greater when a single indicator is used. 
Moreover, the study is more valid if the respondents are interested in the topic and 
their anonymity is protected (de Vaus 1986). 
In order to examine the reliability of the questionnaire, a correlation matrix was 
obtained for: 
Faculty Relationship, the items coffelated. between 0.62 and 0.23. 
Management Skills, the items coffelated between 0.75 and 0.15. 
Leadership Activities, the items coffelated between 0.69 and 0.22. 
Institution Climate, the items coffelated between 0.61 and 0.11. 
In general, associations below 0.10 are not large enough to be important and 
may even be due to sampling error. Relationships between 0.10 and 0.20 are 
small but consequential; relationships between 0.20 and 0.40 are moderate to 
strong, definitely large enough to be substantial and important. Any 
relationship above 0.40 can usually be considered quite strong. 
(Dometrius 1992: 314). 
The items of this questionnaire seem to have moderate to strong correlations, therefore 
any major changes of these items were not required. 
Data Analysis: 
Using the Statistical Package for Social Sciences (SPSS) (Hedderson, 1991 and 
Norusis, 1991), the frequency distribution of demographic data for the four groups 
of respondents (the deans, chairpersons,, heads, and faculty members) as well as the 
institutions' climate will be computed. 
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The outcome of faculty relationship, management skills and leadership activities will 
be analysed by oneway analysis of variance to test the acceptance or rejection of the 
following Null hypothesis (H. ): 
HO 1 There are no significant differences between the management team's perception 
I 
and their subordinates' and superiors' perceptions of the relationship activities 
of the management. 
H,, 2 There is no significant difference between the management team's perception 
and the their subordinates' and superiors' perceptions of their management 
skills. 
H. 3 There is no significant difference between the management team's perception 
and the their subordinates' and superiors' perceptions of their leadership 
activities. 
Chapter four is devoted to questionnaire data analysis, while chapter five is for 
interview analysis. 
CHAPTER FOUR 
DATA ANALYSIS I 
QUESTIONNAIRE ANALYSIS 
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1- Background Information: 
The - f6flowing are the frequency distributions for the background information data of 
the participants: 
Academic Ranking of the Participants: 
Four (8 percent) of the participants reported that they are professors, eight (15 
percent) associate professors, seven (14 percent) assistant professors, the majority of 
the participants thirty one or (60 percent) were lecturers and two (4 percent) 
mstructors. 
Table 4.1 shows the academic rank of the participants. 
--------------------------------------------------------------- 
Ranks Deans Chairs Heads Faculty Kembers Total 
-------------------------------------------------------------- Professors 134 
Associate 
professors 
Assistant 257 
professors 
Lecturers 12 12 16 31 
Instructors 
Other 
No response I 
----------------------------------------------------------------- 
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Qualification of the participants: 
Twenty three (43 percent) of the participants hold a doctoral degree, while twenty one 
(40 percent) indicated having a master's degree. At the same time nine faculty (17 
percent) have a bachelor degree or less. 
Table 4.2 shows the qualifications of the participants. 
----------------------------------------------------------------- 
Degree Beans Chairs Heads Faculty Members Total 
----------------------------------------------------------------- 
Ph. D or Ed. D 373 10 23 
Raster 2 11 8 21 
BSc or less 9 
No response 
----------------------------------------------------------------- 
Administrative positions of participants: 
Twenty six of the participants are holding administrative positions, while twenty seven 
are faculty members (do not hold any administrative position). 
Table 4.3 shows the administrative positions of the participants. 
------------------------------------------------ 
Position No % 
------------------------------------------------ Deans 36 
Chairs 9 17 
Heads 14 26 
No administrative 27 51 
position 
No response 
Total 53 100 
--------------------------------------------------- 
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Years of administrative Experiences: 
Only two (8 percent) out of twenty six participants reported that they have been in this 
position for more than ten years. While four (15 percent) indicated six to ten years, 
and dlirteen (50 percent) between two and five years and even (27 percent) have been 
in this position for less than two years. 
Table 4.4 shows years of administrative experience of the participants. 
----------------------------------------------------------------- 
Years Deans Chairs Heads Faculty Wers Total 
----------------------------------------------------------------- More than 112 
10 years 
6 -10 years 1 
5 years 157 13 
Less than 1337 
2 years 
No response 
----------------------------------------------------------------- 
Management courses attended: 
Six (23 percent) of the management teams reported that they had more than sixty 
hours of courses in the last two years, two (8 percent) reported that they had between 
forty six and sixty hours of courses, four (15 percent) reported that they 
had between 
sixteen and thirty hours of courses,, another four (15 percent) 
had only between one 
and fifteen hours of courses, and ten (38 percent) had not enrolled 
in any courses. 
82 
Table 4.5 shows the hours of management courses attended. 
--------------------------------------------------- 
Hours Deans Chairs Heads Total 
--------------------------------------------------- 
More than 60 426 
hours 
46- 60 22 
31- 45 4vs 
16- 30 hours 134 
1- 15 hours 134 
None 154 10 
No response 
--------------------------------------------------- 
Institution in which the participants work: 
Table 4.6 shows the institution in which the participants work. 
----------------------------------------------------------------- 
Institution Deans Chairs Heads faculty Members Total 
----------------------------------------------------------------- 
Institution A13 12 18 34 
Institution B2629 19 
No response 
Total 39 14 27 53 
----------------------------------------------------------------- 
Years of work-related experiences: 
Three (6 percent) of the participants indicated more than fifteen years in this 
institution,, seventeen (32 percent) indicated between eleven and fifteen years, eighteen 
(34 percent) indicated between six and ten years, thirteen (25 percent) indicated 
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between two and five years, and two (4 percent) indicated less than two years. 
Table 4.7 shows years of work-related experiences. 
----------------------------------------------------------------- 
Years Dean s Chairs Heads Faculty Members Total 
-------------------------------------------------------- 
More than 123 
15 years 
11 -15 years 2285 17 
6 -10 years 42 12 18 
2-5 years 1228 13 
Less than 22 
2 years 
No response 
----------------------------------------------------------------- 
Percentage of the time spent in non-teaching activities: 
Two (4 percent) participants reported that they spent more than seventy six percent 
of their time in non-teaching activities, seventeen (33 percent) reported between fifty 
one and seventy five percent of their time is spent in non-teaching activities, fifteen 
(29 percent) indicated between twenty six and fifty percent, eleven (21 percent) 
indicated between eleven and twenty five percent. And only seven (14 percent) 
indicated less than ten percent. 
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Table 4.8 shows the percentage of time spent in non-teaching activities. 
----------------------------------------------------------------- 
percentage Beans Chairs Heads Faculty Rembers Total 
----------------------------------------------------------------- 76 - 100% 112 
51 - 75% 1475 17 
26 - 50%, 366 15 
11 - 25% 1118 11 
0- 10% 167 
No response II 
----------------------------------------------------------------- 
Number of conferences attended: 
Eleven (21 percent) of the participants indicated that they attended more than three 
conferences in last twelve months, four (8 percent) indicated three conferences, nine 
(17 percent) indicated two conferences, six (30 percent) indicated one conference and 
thirteen (23 percent) did not attend any conference in the last twelve months. 
Table 4.9 shows the number of conferences attended. 
----------------------------------------------------------------- 
conference Deans Chairs Heads faculty Kembers Total 
----------------------------------------------------------------- 
Kore than 31235 
conferences 
3 conferences 314 
2 conferences 12159 
1 conference 1159 16 
None 148 13 
No response 
----------------------------------------------------------------- 
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Number of paper presented by participants: 
Five (10 percent) of the participants indicated that they presented more than three 
papers, ten (20 percent) indicated two papers, anther ten (20 percent) indicated one 
paper, while twenty seven (52 percent) did not present any papers during the last two 
years. 
Table 4.10 shows the number of papers presented. 
----------------------------------------------------------------- 
papers Deans Chairs Heads faculty MBkrs Total 
----------------------------------------------------------------- 
gore than 31315 
papers 
3 papers 
2 papers 235 10 
I paper 18 10 
None 14 10 12 27 
No response II 
Sex of participants: 
Twenty seven (51 percent) of the participants are male while twenty six (49 percent) 
are female. 
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Table 4.11 shows the sex of the participants. 
----------------------------------------------------------------- 
Sex Beans Chairs Heads Faculty fters Total 
----------------------------------------------------------------- Kale 365 13 27 
Female 39 14 26 
No response 
----------------------------------------------------------------- 
Age group of participants: 
Seven (14 percent) participant indicated over fifty years, sixteen (31 percent) indicated 
between forty one and fifty years, twenty six (50 percent) indicated between thirty one 
and forty years and three (6 percent) reported that they are under thirty years. 
Table 4.12 shows age groups of participants. 
----------------------------------------------------------------- 
Age groups Beans Chairs Heads Faculty Wers Total 
----------------------------------------------------------------- 
Over 50 years 1427 
41 - 50 years 2248 16 
31 - 40 years 3 10 13 26 
Under 30 years 33 
No response II 
----------------------------------------------------------------- 
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Nationality of participants: 
Among the participants,, twenty nine (61 percent) are Bahraini, the rest are seven of 
Indian nationality (15 percent), one American (2 percent), one British (2 percent), 
four Egyptian (8 percent) and six of other nationalities (12 percent). 
Table 4.13 shows the nationality of participants. 
----------------------------------------------------------------- 
Nationality Deans Chairs Heads Faculty Rembers Total 
----------------------------------------------------------------- Bahraini 35 10 11 29 
Indian 167 
American II 
British II 
Egyptian 224 
Others 1146 
No response 1135 
----------------------------------------------------------------- 
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2- Hi2her educition institution's Climate: 
Confidence in the leadership: 
When asked if they have confidence in the leadership of their institution, twenty one 
(41 percent) of the participants strongly agree, seventeen (33 percent) agree, and four 
(8 percent) of them are undecided. While six (12 percent) disagree and three (6 
percent) strongly disagreed to the statement. 
Figure 2.1 shows the general confidence in the leadership of the institution. 
COUNT VALUE 
05 10 15 20 25 
21 5.00 
17 4.00 
4 3.00 
6 2.00 - 3 1.00 
Valid Cases 51 Missing Cases 2 
Commi s' influence: 
As regard to whether they believe in the value of comminees in influencing policy, 
seventeen (34 percent) of the participants strongly agreed, twenty one (42 percent) 
agree and two (4 percent) are undecided. On the other hand, seven (14 percent) of the 
participants disagree and three (6 percent) strongly disagree. 
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Figure 2.2 shows the influence of the committees in policy making. 
COUNT VALUE 
17 
21 
2 
7 
3 
5.00 
4.00 
3.00 
2.00 
1.00., 
Valid Cases 50 Missing Cases 3 
Statement of philosophy: 
Eighteen (35 percent) of participants strongly agree, twenty three (45 percent) agree 
that the philosophy of the Institution is clearly stated in institution's documents, and 
one (2 percent) is undecided. While seven (14 percent) disagree and two (4 percent) 
strongly disagree. 
Figure 2.3 shows the clarity of the statement of philosophy. 
COUNT VALUE 
10 15 20 25 
05 10 15 20 25 
18 5.00 
23 4.00 
1 3.00 
7 2.00 
2 . 1.00 
Valid Cases 51 Missing Cases 2 
Informal groups influence: 
Eleven (22 percent) of the participants strongly agree, nineteen (37 percent) agree that 
there are many informal groups involved in decision making in this institution, and 
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twelve (24 percent) are undecided. Whereas seven (14 percent) of the participants 
I 
disagree and two (4 percent) strongly disagree. 
Figure 2.4 shows the influence of the informal groups. 
COUNT VALUE 
048 12 16 20 
1-1 5* 00 
19 4.00 
12 3.00 
7 2.00 
2 1.00 
Valid Cases 51 Missing Cases 2 
importance of the institution: 
Twenty six (49 percent) of the participants strongly agree, nineteen (36 percent) agree 
that their college is one of the most imPOriant aspects of hislher fife, and six (11 
percent) are undecided. While only two (4 percent) disagree or strongly disagree. 
Figure 2.5 shows the importance of the institution. 
COUNT VALUE 
06 12 18 24 30 
I ......... I ......... 
I ......... I ......... 
I ......... I 
26 5.00 
19 4.00 
6 3.00 
1 2.00 
1 1.00 m 
Valid Cases 53 Missing Cases 0 
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Autonomy to plan: 
When the participants were asked if their college has no autononzy to plan its 
programmes without interference from the rest of the institution, eleven (21 percent) 
strongly agree, nineteen (36 percent) agree and eight (15 percent) are undecided. On 
ý1- - me other hand, ten (19 percent) of the participants disagree and five (9 percent) 
strongly disagree. 
Figure 2.6 shows the limitation to plan. 
COUNT VALUE 
8 12 16 20 
11 5.00 
19 4.00 
8 3.00 
10 2.00 
5 1.00 
Valid Cases 53 Missing Cases 0 
Rapid change: 
Only two (4 percent) of the participants strongly agree, twenty (39 percent) agree that 
the change in this institution is very rapid, and six (12 percent) are undecided. while 
nineteen (37 percent) disagree and 5 (10 percent) strongly disagree. 
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Figure 2.7 shows the rapidity of the change. 
COUNT 
2 
20 
6 
19 
5 
VALUE 
5.00 
4.00 
3.00 
2.00' 
1.00 
08 12 16 20 
Valid Cases 52 Missing Cases 
Informal influence: 
In response to if the influence of infonnal groups in decision making is not very great, 
five (9 percent) strongly agree, seventeen (32 percent) agree and fourteen (26 percent) 
are undecided. On the other hand, ten (19 percent) disagree and seven (13 percent) 
strongly disagree to the statement. 
Figure 2.8 shows the influence of informal groups. 
COUNT 
5 
17 
14 
10 
7 
VALUE 
08 12 16 20 
5.00 
4.00 
3.00 
2.00 
1.00 
Valid Cases 53 Missing Cases 0 
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Rules and regulations: 
Only eight (15 percent) of the participants strongly agree, twenty three (43 percent) 
agree, that their role is not explicit due to insufficient rules and regulations in this 
institution, and five (9 percent) are undecided. In contrast to thirteen (25 percent) of 
the participants disagree and four (8 percent) strongly disagree to the statement. 
Figure 2.9 shows the explicitly of the rules and regulations. 
COUNT VALUE 
05 10 15 20 25 
8 5.00 
23 4.00 
5 3.00 
13 2.00 
4 1.00 
Valid Cases 53 Missing Cases 0 
Too many rules: 
Only four (8 percent) of the participants strongly agree, seventeen (32 percent) agree 
that the institution has too many rules and regulations, and eleven (21 percent) are 
undecided. On the other hand, twenty (38 percent) 
disagree and one (2 percent) 
strongly disagree with the statement. 
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Figure 2.10 shows the amount of the rules and regulations. 
COUNT VALUE 
048 12 16 20 
4 5.00 
17 4.00 
11 3.00 
20 2.00 
1 1.00 
Valid Cases 53 Missing Cases 0 
The balance of the needs: 
Only three (6 percent) of the participants strongly agree, twenty eight (54 percent) 
agree that there is a fairly good balance between the needs of individual and the 
college, and seven (14 percent) undecided. while eleven (21 percent) disagree and 
three (6 percent) strongly disagree. 
Figure 2.11 shows the balance of the needs: 
COUNT VALUE 
06 12 18 24 30 
3 5.00 
28 4.00 
7 3.00 
11 2.00 
3 1.00 
Valid Cases 52 Missing Cases 
95 
Impact of institution: 
When asked if the impact of this institution on the community is very high, twenty two 
(42 percent) of the participants strongly agree, twenty four (45 percent) agree and 
four (8 percent) are undecided. While only three (6 percent) disagree. 
Figure 2.12 shows impact of institution. 
COUNT VALUE 
5 10 15 20 25 
22 5.00 
24 4.00 
4 3.00 
3 2.00 
0 1.00 
Valid Cases 53 Missing Cases 0 
String pufling: 
Fourteen (26 percent) of the participants strongly agree, another fourteen agree that 
there is too much string pulling in the in this institution, and another fourteen are 
undecided. While ten (19 percent) disagree and one (2 percent) strongly disagree. 
Figure 2.13 shows the amount of the string puffing. 
COUNT VALUE 
12 16 20 
14 5.00 
14 4.00 
14 3.00 
10 2.00 
1 1.00 
Valid Cases 53 Missing Cases 0 
96 
Approval time: 
When asked if they feel that a very long time is needed before anything is approved, 
twelve (23 percent) of the participants strongly agree, twenty one (40 percent) agree 
and nine (17 percent) are undecided. In contrast to ten (19 percent) disagree and only 
one (2 percent) strongly disagree. 
Figure 2.14 shows the approval time needed. 
COUNT VALUE 
12 5.00 
21 4.00 
9 3.00 
10 2.00 
1 1.00 
05 10 15 20 25 
I ......... I ......... I ......... I ......... I ......... I 
Valid Cases 
Best institution: 
53 Missing Cases 
Nineteen (36 percent) of the participants strongly agree, twenty two (42 percent) 
agree that the institution is one of the best in the area, and six (11 percent) are 
undecided. While four (8 percent) disagree and two (4 percent) strongly disagree. 
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Figure 2.15 shows the importance of the institution. 
COUNT VALUE 
05 10 15 20 25 
19 5.00 
22 4.00 
6 3.00 
42- 00 
2 1.00 
Valid Cases 53 Missing Cases 0 
Clarity of goals and objectives: 
Fifteen (28 percent) of the participants strongly agree, twenty eight (53 percent) agree 
that the goals and objectives of the college are clearly stated, and three (6 percent) 
are undecided. Whereas five (9 percent) disagree and two (4 percent) strongly 
disagree. 
Figure 2.16 shows clarity of goals and objectives. 
COUNT VALUE 
06 12 18 24 30 
15 5.00 
28 4.00 
3 3.00 
5 2.00 
2 1.00 
Valid Cases 53 Missing Cases 0 
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3- Faculty Relationship Dimension: 
In responding to the items related to the faculty relationship: 
Table 4.14 shows that 100 percent of the management team always or often do 
provide maximum support and assistance to the faculty. 
Similarly, 81 percent of the them indicated that their subordinates always or often 
provide such support, and total of 19 percent sometimes or occasionally provide such 
suppon. 
In relation to the level of support that the participants attribute to their superiors, 79 
percent indicated that they always or often give suppon, and total of 21 percent 
sometimes or occasionally provide support. 
Table 4.14 provide support and assistance to the faculty. 
DEANS MIRS HEADS F. MEM TOTE OF ALWAYS 
OFTEN 
ALWAYS 3 9 8 20 77.0 100 
S OFTEN 6 6 23.0 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
s ALWAYS 1 3 4 8 30.8 81 
U OFTEN 2 6 5 13 50.0 
B 
0 SOMET. 4 4 15.4 
R Occks 3.8 
D NEVER 
NO RES 
S ALWAYS 2 3 5 12 22 41.5 79 
D OFTEN 1 4 6 9 20 37.7 
p 
E SOMET. 1 2 5 8 15.1 
R OCCAS. 1 1 1 3 5.7 
I NEVER 
NO RES 
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The table also shows that the participants attribute the most support provision to 
themselves while subordinates come next with superiors providing a much lower level 
of support. 
In the same way the following tables could be read: 
Table 4.15 represents the responses the management team regarding their sensitivity 
to the faculty members'feeling. 
Table 4.15 Sensitive to faculty feeling. 
DEANS CHAIRS BUDS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 2 1 8 11 42.3 96 
S OFTEN 1 7 6 14 53.8 
E 
L SOMET. 1 1 3.8 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 1 1 3 5 20.0 56 
U OFTEN 1 4 4 9 36.0 
B 
0 SOMET. 1 3 4 8 32.0 
R OCCAS. 1 2 3 12.0 
D NEVER 
NO RES 1 
S ALWAYS 2 1 7 13 23 43.4 81 
U OFTEN 1 4 6 9 20 37.7 
p 
E SOKET. 3 1 5 9 17.0 
R OCCAS. 1 1 1.9 
I NEVER 
NO RES 
The table shows that the participants perceived themselves more sensitive to the 
faculty members than their subordinates and superiors and giving more credit to their 
superiors than their subordinates. 
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Table 4.16 shows the responses concerning the honesty and sincerity of the 
management teams. 
Table 4.16 Able to be honest and sincere and keep your word. 
DEANS CHAIRS HEADS 
I 
F-MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 3 7 7 17 65.4 100 
S OFTEN 2 7 9 34.6 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 2 3 2 7 26.9 73 
U OFTEN 4 8 12 46.2 
B 
0 SOMET. 1 2 4 7 26.9 
R OCCAS. 
D NEVER 
NO RES 
S ALWAYS 2 3 2 13 20 38.5 83 
U OFTEN 4 10 9 23 44.2 
p 
E SOMET. 1 1 1 3 6 11.5 
R OCCAS. 1 1 1 3 
I NEVER 5.8 
NO RES 1 
a 
From this table it can be said that the same pattern appears as previous item, where 
the participants rated themselves higher than their subordinates and superiors, but 
rated their superiors higher than their subordinates. 
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Table 4.17 shows the ability of the management team to help the faculty members to 
become better teachers. 
Table 4.17 Helping the faculty members to become better teachers. 
DEANS CHAIRS HEADS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 1 5 7 13 50.0 92 
S OFTEN 2 3 6 11 42.0 
E 
L SOMET. 1 1 3.8 
F OCCAS. 1 1 3.8 
NEVER 
NO RES 
S ALWAYS 3 3 6 24.0 60 
U OFTEN 2 4 3 9 36.0 
B 
0 SOMET. 1 1 6 8 32.0 
R OCCAS. 1 1 2 8.0 
D NEVER 
NO RES 1 
S ALWAYS 3 5 13 21 39.6 75 
U OFTEN 3 4 6 6 19 35.8 
p 
E SOMET. 1 2 4 7 13.2 
R OCCAS. 1 1 3 5 9.4 
I EVER 1 1 1.9 
NO RES 
It could be said that the participants presumed that they are far more active in helping 
the faculty to become better teachers than their subordinates and superiors and to some 
extent their superiors more than their subordinates. 
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Table 4.18 shows the ability of the management team to keep the faculty members' 
morale high. 
Table 4.18 Keep faculty zorale high. 
DEANS CHAIRS HEADS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 2 6 7 15 57.7 100 
S OFTEN 1 3 7 11 42.3 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 1 2 3 6 24.0 76 
U OFTEN 2 5 6 13 52.0 
B 
0 SOMET. 2 4 6 24.0 
R OCCAS. 
D NEVER 
NO RES 1 
S ALWAYS 2 3 10 15 28.8 73 
U OFTEN 3 5 5 10 23 44.2 
p 
E SOMET. 1 3 4 8 15.4 
R OCCAS. 1 3 1 5 9.6 
I NEVER 1 1 1.9 
NO RES I 1 
1 
1 1 1 
The table shows that the participants attribute keeping morale high to themselves, 
while their subordinates come next, and then their superiors. 
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Table 4.19 shows the responses of I the management team regarding their ability to 
maintain collaborative relationships with faculty members. 
Table 4.19 Maintain collaborative relations with faculty members. 
DEANS CHAIRS HEADS F. MEM TOTAL OF ALWAYS 
OFTEN 
ALWAYS 3 5 12 20 76.9 100 
S OFTEN 4 2 6 23.1 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
s ALWAYS 1 3 6 10 38.5 65 
U OFTEN 2 1 4 7 26.9 
B 
0 SOMET. 4 1 5 19.2 
R Occks. 1 3 4 15.4 
D NEVER 
NO RES 
S ALWAYS 1 3 8 13 25 47.2 83 
U OFTEN 1 3 6 9 19 35.8 
p 
E SOMET. 1 2 3 6 11.3 
R OCCAS. 1 1 2 3.8 
1 NEVER 1 1 1.9 
_NO 
RES 
The same pattern exists here, where the participants attribute more of the collaborative 
provision to themselves then to superiors and subordinates. 
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Table 4.20 shows the ability of the management team to avoid or decrease 
unnecessary conflicts between the faculty members. 
Table 4.20 Avoid conflicts. 
DEANS CHAIRS HEADS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 1 6 9 16 61.5 85 
S OFTEN 2 1 3 6 23.1 
E 
L SOMET. 2 2 4 15.4 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 1 4 3 8 32.0 68 
U OFTEN 2 1 6 9 36.0 
B 
0 SOMET. 2 3 5 20.0 
R OCCAS. 2 1 3 12.0 
D NEVER 
NO RES 
S ALWAYS 1 3 5 9 18 34.0 83 
U OFTEN 2 2 8 14 26 49.1 
p 
E SOMET. 3 1 3 7 13.2 
R OCCAS. 1 1 1.9 
EVER 1 1 1.9 
NO RES 
The table also shows that the participants claiin that they avoid conflicts between 
faculty members more than their subordinates and their superiors. At the same time 
they claim that their superiors do better in avoiding conflicts than their subordinates. 
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Table 4.21 shows the responses of the management team regarding recognitionfor the 
faculty for good work. 
Table 4.21 Give personal recognition for work well done. 
DEANS CHAIRS HEADS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 2 5 9 16 61.5 96 
S OFTEN 1 4 4 9 34.6 
E 
L SOMET. 1 1 3.8 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 1 3 4 16.7 54 
U OFTEN 2 5 2 9 37.5 
B 
0 SOMET. 2 7 9 37.5 
R OCCAS. 1 1 2 8.3 
D NEVER 
NO RES 1 1 
s ALWAYS 1 2 5 13 21 39.6 72 
U OFTEN 2 3 4 8 17 32.1 
p 
E SOMET. 3 4 5 12 22.6 
R OCCAS. 1 1 1.9 
I NEVER 1 1 2 3.8 
NO RES I I I 1- 1 
Again the same pattern exists, where the participants rated themselves higher than 
their subordinates and their superiors, and at the same time rated their superiors 
higher than their subordinates - 
106 
Table 4.22 shows the,. ability of the management team to encourage the faculty 
I 
members to communicate with them. 
Table 4.22 Encourage faculty members to talk. 
DEANS CHAIRS HEADS F. MEM TOTAL % OF ALWAYS 
& OFTEN 
ALWAYS 2 7 8 17 65.4 96 
S OFTEN 1 2 5 8 30.8 
E 
L SORET. 1 1 3.8 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 2 2 5 9 39.1 78 
U OFTEN 1 4 4 9 39.1 
B 
0 SOMET. 2 2 4 17.4 
R OCCAS. 1 1 4.3 
D NEVER 
NO RES 1 2 
S ALWAYS 3 6 14 23 44.2 81 
U OFTEN 2 5 5 7 19 36.5 
p 
E SOMET. 1 2 3 6 11.5 
R OCCAS. 1 3 4 7.7 
I NEVER 
NO RES 
The table also. shows that the participants claim that they encourage faculty members 
to talk to them more than their subordinates and superiors, and rated their superiors 
higher than their subordinates. 
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Table 4.23 shows management team responsiveness to others. 
Table 4.23 Responsive to other. 
DEANS CHAIRS HEADS F. MEM TOTAL OF ALWAYS 
OFTEN 
ALWAYS 3 6 8 17 65.4 100 
S OFTEN 3 6 9 34.6 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
s ALWAYS 2 2 5 9 37.5 75 
U OFTEN 1 1 7 9 37.5 
B 
0 SOMET. 5 1 6 25.0 
R OCCAS. 
D NEVER 
NO RES 1 1 
s ALWAYS 1 3 4 17 25 48.1 89 
U OFTEN 2 3 8 8 21 40.4 
p 
E SOMET. 3 1 4 7.7 
R OCCAS. 2 2 3.8 
I NEVER 
NO RES 1 
The table also shows that the participants assigned the most of this attribute to 
themselves, and their superiors more than their subordinates. 
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Table 4.24 shows the responses to the 10 items related to Faculty Relationship, figure 
4.1 and table 4.25 show the mean scores of responses for each item, concerning self, 
subordinates and superiors perceptions, while figure 4.2 shows the overall means of 
the responses. 
Table 4.24: Analysis of Faculty Relationship Responses 
Self Subordi Supe 
No. Items nate rior 
% % % 
1 Provide support and assistance to the 100 81 79 
faculty. 
2 Sensitive to faculty feeling and 96 56 81 
understand their concern. 
3 Able to be honest and sincere and keep 100 73 83 
their word. 
4 Able to help the faculty to become 92 60 75 
better teachers. 
5 Do everything to keep faculty morale 100 76 73 
high. 
6 Maintain collaborative relationship with 100 65 83 
faculty . 
7 Avoid unnecessary conflict between 85 68 83 
faculty members. 
8 Give recognition for work well done. 96 54 72 
9 Encourage faculty members to talk. 96 78 81 
10 very helpful and responsive to others. 100 75 89 
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From a research prospective a conclusion can be drawn that, the management teams 
of higher education in Bahrain attribute most of the Faculty Relationship dimension 
provision to themselves, while superiors come next and then subordinates. 
To determine whether these differences are significant, oneway analysis of variance 
was employed and it was found that there is a significant difference between the 
perceptions of the management team and faculty members about their relationships at 
0.01 level of significance (table 4.25). 
Therefore the first null hypothesis (1 Ho). which states that there is no different 
between the management team and faculty members towards the faculty relationships 
has been rejected and hence there is a difference between the perceptions of Deans of 
colleges, Chairpersons of divisions, and Heads of programmes towards their 
relationship activities as compared with their subordinates' and superiors' perceptions. 
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Table 4.25 
Means scores of Faculty Relationship Dimension items and 
F- Values reported by oneway Analysis of Variance. 
Item Self Subo. Sup. F- Value 
No. mean mean mean 
------------ 
1 
------------------ 
4.7 
----------------- 
4.0 
------------------ 
4.2 
--------------------- 
9.5595* 
2 4.4 3.6 4.2 12.0908* 
3 4.7 3.9 4.2 12.4346* 
4 4.4 3.7 4.0 5.8504* 
5 4.5 3.8 3.9 9.3032* 
6 4.7 3.8 4.2 9.2004* 
7 4.4 3.8 4.1 4.9836* 
8 4.6 3.7 4.0 12.1173* 
9 4.6 3.9 4.2 5.6905* 
10 4.6 4.0 4.3 8.1062* 
*p<0.01 
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IN 
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ManatyementSkilk: 
In responding to the items relatý-d to management skills: 
Table 4.26 shows the responses of the management team regarding delegating 
authority and responsibility to others. 
Table 4.26 Delegating authority and Responsibility to others. 
DEANS CHAIRS HEADS F. M TOTAL ALWAYS 
& OFTEN 
ALWAYS 2 4 4 10 38.5 89 
S OFTEN 1 4 8 13 50.0 
E 
L SOMET. 1 2 3 11.5 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 
D OFTEN 1 5 4 10 40.0 40 
B 
0 SOMET. 2 4 7 13 52.0 
R OCCAS. 2 2 8.0 
D NEVER 
I NO RES 1 
S ALWAYS 1 4 8 13 26.5 76 
U OFTEN 2 3 7 12 24 49.0 
p 
E SOMET. 4 2 4 10 20.4 
R OCCAS. 1 1 2 4.1 
I NEVER 
0 NO RES 1 1 2 
The table further shows that the participants rated themselves higher than their 
subordinates or superiors in delegating authority and responsibility to others, and rated 
their superiors higher than their subordinates. 
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T?. -. ble 4.27 shows the responses of the management team concerning the 
implementation ofprogranunes as planned. 
Table 4.27 Itplement Programmes as planned. 
DEANS CHAIRS HEADS F. K TOTAL % % ALWAYS 
& OFTEN 
ALWAYS 1 4 8 13 50.0 85 
S OFTEN 2 3 4 9 34.6 
E 
L som. 2 2 4 15.4 
F Occks. 
NEVER 
NO R 
S ALWAYS 1 2 4 7 28.0 72 
U OFTEN 1 4 6 11 44.0 
B 
0 SOMET. 2 2 4 16.0 
R OCCAS. 1 1 1 3 12.0 
D NEVER 
I NO RES 1 
S ALWAYS 2 5 11 18 36.0 78 
D OFTEN 2 2 5 12 21 42.0 
p 
E SOM. 4 3 2 9 18.0 
R OCCAS. 1 1 2 4.0 
I NEVER 
0 NO RES 
The table also shows that the participants appraised themselves higher than their 
subordinates and superiors in implementing programmes as planned, and rated their 
superiors higher than their subordinates in implementing such programmes. 
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Table 4.28 shows the responses of the management team about the flow of the 
I- 
information between the faculty members and support staff. 
Table 4.28 Keep information flowing. 
DEANS CHAIRS HEADS F. M TOTAL ALWAYS & 
OFTEN 
ALWAYS 1 4 7 12 46.2 92 
S OFTEN 2 4 6 12 46.2 
E 
L SOMET. 1 1 2 7.7 
F OCCAS. 
NEVER 
NO 
S ALWAYS 1 1 5 7 28.0 60 
U OFTEN 3 4 8 32.0 
B 
0 SOMET. 1 4 4 9 36.0 
R OCCAS. 1 1 4.0 
D NEVER 
I NO RES 1 
S ALWAYS 1 1 6 11 19 37.3 71 
U OFTEN 1 1 6 9 17 33.3 
p 
E SOMET. 6 5 11 21.6 
R OCCAS. 1 1 1 3 5.9 
1 NEVER 1 1 2.0 
0 NO RES 11 1 11 1 1 1 
The table also shows that the participants rated themselves higher than their 
subordinates and superiors and rated their superiors higher than their subordinates. 
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Table 4.29 shows the responses of the management team about their job in recruiting 
newfaculty members. 
Table 4.29 Do an outstanding job in recruiting new f acuity members. 
DEANS CHAIRS HEADS F. M TOTAL % % ALWAYS 
& OFTEN 
ALWAYS 1 1 2 8.0 80 
S OFTEN 1 8 9 18 72.0 
E 
L SOMET. 1 2 3 12.0 
F OCCAS. 1 1 4.0 
NEVER 1 1 4.0 
NO RE 1 
s ALWAYS 1 1 2 9.5 43 
U OFTEN 3 4 7 33.3 
B 
0 SOMET. 1 2 2 5 23.8 
R OCCAS. 2 1 3 14.3 
D NEVER 1 3 4 19.0 
I NO RES 1 4 
_ 
s ALWAYS 2 1 9 12 24.5 71 
U OFTEN 2 3 8 10 23 46.9 
p 
E SOMET. 2 3 3 8 16.3 
R OCCAS. 2 1 2 5 10.2 
I NEVER 1 1 2.0 
0 NO RES 1 2 
This table shows that the participants attribute the recruitment of new faculty members 
first to themselves, next to their superiors and then to their subordinates. 
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Table 4.30 shows the responses of the management team in concerning making 
appropriate decisions in most of the time. 
Table 4.30 Make appropriate decisions most of the time. 
DEANS CHAIRS HEADS F. M 
I 
TOTAL ALWAYS 
OFTEN 
ALWAYS 2 2 5 9 37.5 92 
S OFTEN 5 8 13 54.2 
E 8.3 
L SOHET. 1 1 2 
F OCCAS. 
NEVER 
NO RES 1 1 
S ALWAYS 1 3 4 17.4 61 
U OFTEN 4 6 10 43.5 
B 
0 SOMET. 1 4 1 6 26.1 
R OCCAS. 3 3 13.0 
D NEVER 
I NO RES 1 1 1 
s ALWAYS 1 4 13 18 36.7 69 
U OFTEN 1 1 6 8 16 32.7 
p 
E SOMET. 5 2 3 10 20.4 
R OCCAS. 1 1 2 4 8.2 
I NEVER 1 1 2.0 
0 NO RES 2 
11 
1 
The table also shows that the participants consider themselves malcing more 
appropriate decisions than their subordinates and superiors and preferring their 
superiors decision malcing to their subordinates. 
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Table 4.31 shows the responses of the management team about the difficulty in making 
appropriate decisions due to lack of information. 
Table 4.31 Find it difficult to make decisions due 
to lack of information. 
DEANS CHAIRS HEADS F. M TOTAL % ALWAYS & 
OFTEN 
ALWAYS 1 1 3.8 27 
S OFTEN 1 5 6 23.1 
E 
L SOMET. 1 5 6 12 46.2 
F OCCAS. 1 3 3 7 26.9 
NEVER 
NO RES 
s ALWAYS 
U OFTEN 1 1 3 5 20.8 21 
B 
0 SOMET. 4 8 12 50.0 
R OCCAS. 1 3 2 6 25.0 
D NEVER 1 1 4.2 
I NO RES 1 1 
S ALWAYS 4 4 8.2 43 
U OFTEN 2 3 12 17 34.7 
E SOKET. 1 5 6 7 19 38.8 
R OCCAS. 1 1 3 3 8 16.3 
I NEVER 1 1 2.0 
0 NO RES 1 2 1 
The table shows that a few participants find it difficult to make appropriate decisions 
due to lack of information when taken by themselves, less difficult when taken by 
their subordinates, but higher by their superiors. 
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Table 4.32 shows the perceptions of the of the management team regarding their skills 
in solving groups'problems. 
Table 4.32 Skill of solving groups' problems. 
DEANS CHAIRS HEADS F. M TOTAL % ALWAYS & 
OFTEN 
ALWAYS 3 3 2 8 30.8 100 
S OFTEN 6 12 18 69.2 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 
s ALWAYS 1 1 2 8.7 57 
U OFTEN 6 5 11 47.8 
B 
0 SOMET. 1 6 7 30.4 
R OCCAS. 1 2 3 13.0 
D NEVER 
I NO RES 1 2 
s ALWAYS 1 2 3 11 17 33.3 71 
U OFTEN 1 2 6 10 19 37.3 
p 
E SOMET. 4 4 4 12 23.5 
R OCCAS. 1 2 3 5.9 
I NEVER 
0 NO RES 
The table further confirms that the participants attribute more of the problem solving 
provision to themselves while their superiors come next and then their subordinates. 
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Table 4.33 shows the responses of the management team about thcir need for more 
I 
details before taking any decision. 
Table 4.33 Ask for more details before taking any decisions. 
DEANS CHAIRS HEADS F. K TOTAL ALWAYS 
OFTEN 
ALWAYS 1 2 6 9 34.6 85 
S OFTEN 2 5 6 13 5o. o 
E 
L SOKET. 2 2 4 15.4 
F OCCAS. 
NEVER 
NO RES 
S ALWAYS 1 3 5 9 37.5 71 
U OFTEN 1 3 4 8 33.3 
B 
0 SOMET. 1 3 4 7 29.2 
R OCCAS. 
D NEVER 
I NO RES 2 
S ALWAYS 2 1 6 11 20 40.0 83 
U OFTEN 4 4 13 21 42.9 
p 
E SOMET. 2 2 4 8.2 
R OCCAS. 1 3 4 8.2 
I NEVER 
0 NO RES 1 2 
This table confirms that the participants ask for more details before taking any 
decisions more often than their subordinates or their superiors do. While the 
participants consider that their superiors ask for such details more often than their 
subordinates. 
122 
Table 4.34 shows the responses of the management team about their ccnsultation with 
the faculty members in setting their agenda. 
Table 4.34 Consult the faculty zembers in setting work agenda. 
DEANS CHAIRS HEADS F. M 
I 
TOTAL ALWAYS 
& OFTEN 
ALWAYS 2 4 7 13 50.0 92 
S OFTEN 1 5 5 11 42.3 
E 
L SOMET. 1 1 3.8 
F OCCAS. 1 1 3.8 
NEVER 
NO RES 
S ALWAYS 1 1 2 4 16.7 63 
U OFTEN 6 5 11 45.8 
B 
0 SOMET. 2 2 4 8 33.3 
R OCCAS. 2 1 4.2 
D NEVER 
I NO RES 2 
s ALWAYS 4 5 9 18.0 52 
U OFTEN 1 4 5 7 17 34.0 
p 
E SOMET. 1 4 2 11 18 36.0 
R OCCAS. 1 1 3 5 10.0 
I NEVER 1 1 2.0 
0 NO RES 
This table also shows that the participants perceived themselves consulting the faculty 
members more than their subordinates or superiors. At the same time e participants 
consider that their subordinates more often consult the faculty members than their 
superiors. 
123 
Table 4.35 shows the responses of the management team about their recommendation 
for faculty members promotions according to their performance - 
Table 4.35 Recommend promotions according to faculty member 
performance. 
DEANS CHAIRS HEADS F. M TOTAL % ALWAYS 
& OFTEN 
ALWAYS 2 7 8 17 65.4 92 
S OFTEN 1 2 4 7 26.9 
E 
L SOMET. 1 1 3.8 
F OCCAS. 
NEVER 1 1 3.8 
NO RES 
S ALWAYS 1 1 4.8 43 
U OFTEN 1 4 3 8 38.1 
B 
0 SOMET. 1 2 2 5 23.8 
R OCCAS. 
D NEVER 1 6 7 33.3 
I NO RES 2 3 
S ALWAYS 2 6 9 17 34.0 66 
U OFTEN 2 3 4 7 16 32.0 
p 
E SOMET. 3 2 5 10 20.0 
R OCCAS. 1 4 5 10.0 
I NEVER 1 1 2 4.0 
0 NO RES 
11 11 1 1 1- 
This table reveals that the participants presume that they recommend promotions of 
faculty members according to their performance more than their subordinates or 
superiors. While the participants Prefer their superiors over their subordinates in 
recommending such promotions. 
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Table 4.36 shows the responses of the, management team about their ability to 
communicate ideas clearly and understandably . 
Table 4.36 Conunicate ideas clearly. 
DEANS CHAIRS HEADS F. M TOTAL ALWAYS 
OFTEN 
ALWAYS 2 3 8 13 52.0 92 
S OFTEN 1 5 4 10 40.0 
E 
L SOMET. 2 2 8.0 
F OCCAS. 
NEVER 
NO RES 1 
S ALWAYS 2 2 3 7 28.0 80 
U OFTEN 5 8 13 52.0 
B 
0 SOMET. 1 2 2 5 20.0 
R OCCAS. 
D NEVER 
I NO RES 1 
S ALWAYS 1 3 5 13 22 43.1 78 
U OFTEN 1 2 5 10 18 35.3 
p 
E SOKET. 3 3 2 8 15.7 
R OCCAS 2 3 5.9 
I NEVER 
0 NO RES 1 
This table also shows that the participants consider themselves to have clearer 
communication skills than their subordinates and their superiors. They rated their 
subordinates, however slightly higher than their superiors. 
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Table 4.37 ýhows the responses of the management team regarding their planning 
sJulls. 
Table 4.37 Have planning skills. 
DEARS CHAIRS HEADS F. m TOTAL ALWAYS 
& OFTEN 
ALWAYS 2 2 4 8 33.3 83 
S OFTEN 1 4 7 12 50.0 
E 
L SOMET. 1 2 3 12.5 
F OCCAS. 1 1 4.2 
NEVER 
NO RES 1 1 
s ALWAYS 1 2 3 13.6 50 
U OFTEN 1 2 5 8 36.4 
B 
0 SOMET. 1 5 2 8 36.4 
R OCCAS. 1 2 3 13.6 
D NEVER 
I NO RES 1 3 
S ALWAYS 1 1 5 . 10 17 34.0 74 
D OFTEN 1 2 5 12 20 40.0 
p 
E SOMET. 6 2 5 13 26.0 
R OCCAS. 
I NEVER 
0 NO RES 1 2 
J 
This table also reveals that the participants attribute most of planning process to 
ýt- - 
diemselves and then to their superiors and least to their subordinates. 
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Table 4.38 showý- the management team ability to act promptly and decisively when- 
most of the fact are available and decisions are needed. 
Table 4.38 Act provptly and decisively when decisions 
are needed. 
DEANS CHAIRS HEADS F. M TOTAL ALWAYS 
& OFTEN 
ALWAYS 2 4 8 14 58.3 100 
S OFTEN 1 4 5 10 41.7 
E 
L SOMET. 
F OCCAS. 
NEVER 
NO RES 1 1 
S ALWAYS 1 3 4 17.4 74 
U OFTEN 2 6 5 13 56.5 
B 
0 SOMET. 2 3 5 21.7 
R OCCAS. 1 1 4.3 
D NEVER 
I NO RES 1 2 
S ALWAYS 1 3 6 16 26 52.0 76 
U OFTEN 1 2 2 7 12 24.0 
p 
E SOMET. 2 4 2 8 16.0 
R OCCA. S. 2 2 4 8.0 
I NEVER 
0 NO RES 1 2 
This table also shows that when the decisions are needed the participants act more 
promptly than their subordinates or superiors, but it perceived that their superiors act 
more promptly than their subordinates. 
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Table 4.39 shows the responses of the management team about their power to 
terminate faculty member's contract. 
Table 4.39 Have power to terminate faculty member's contract. 
DEANS CHAIRS HEADS F. m TOTAL ALWAYS 
OFTEN 
ALWAYS 
S OFTEN 1 3 2 6 26.1 26 
E 
L SOMET. 1 1 2 4 17.4 
F OCCAS. 1 1 1 3 13.0 
NEVER 3 7 10 43.5 
NO RES 1 2 
S ALWAYS 1 1 4.8 5 
U OFTEN 
B 
0 SOMET. 2 2 9.5 
R OCCAS. 1 1 1 3 14.3 
D NEVER 1 4 10 15 71.4 
I NO RES 2 3 
S ALWAYS 1 5 6 12 24 48.0 68 
U OFTEN 3 1 6 10 20.0 
p 
E SOMET. 2 3 5 10.0 
R OCCAS. 2 2 4.0 
I NEVER 1 3 4 9 18.0 
0 NO RES 1 2 
1 1 1 1 
This table also shows that the management team rated themselves higher than their 
subordinates, but rated their superiors higher than themselves. 
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Table 4.40 shows the ability of the management team to represent accurately the 
concerns of the faculty members to higher authority. 
Table 4.40 Represent the concern of faculty meabers 
to higher authority. 
DEANS CHAIRS HEADS F. M TOTAL ALWAYS 
OFTEN 
ALWAYS 2 4 4 10 40.0 84 
S OFTEN 1 4 6 11 44.0 
E 
L SOMET. 1 2 3 12.0 
F OCCAS. 1 1 4.0 
NEVER 
NO RES 
S ALWAYS 2 1 1 4 18.2 64 
D OFTEN 1 5 4 10 45.5 
B 
0 SOMET. 2 1 3 13.6 
R OCCAS. 3 3 13.6 
D NEVER 2 2 9.1 
I NO RES 1 3 
S ALWAYS 2 5 15 22 44.0 74 
U OFTEN 1 2 5 7 15 30.0 
p 
E SOMET. 1 3 3 3 10 20.0 
R 00CAS. 1 1 2 4.0 
I NEVER 1 1 2.0 
0 NO RES 1 11 - 
1 
J, 
This table also shows that the same pattern appears as in previous items, where the 
participants rated themselves higher than their subordinates and superiors, but rated 
their superiors higher than their subordinates. 
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Table 4.41 shows the responses of the management team regarding their manipulation 
skills to bring the group together. 
Table 4.41 Have manipulation skills. 
DEANS CHAIRS HEADS F. M TOTAL % % ALWAYS 
& OFTEN 
ALWAYS 1 1 4 6 24.0 76 
S OFTEN 2 5 6 13 52.0 
E 
L SOMET. 3 3 12.0 
F OCCAS. 2 1 3 12.0 
NEVER 
NO RES 1 
S ALWAYS 1 1 4.0 40 
U OFTEN 2 3 4 9 36.0 
B 
0 SOMET. 4 6 10 40.0 
R OCCAS. 2 3 5 20.0 
D NEVER 
I NO RES 1 
s ALWAYS 1 6 11 18 35.3 59 
U OFTEN 4 1 7 12 23.5 
p 
E SOMET. 1 4 5 7 17 33.3 
R OCCAS. 1 1 2 4 7.8 
I NEVER 
0 NO RES 
From this table it could be said that the participants evaluated themselves higher than 
their subordinates or superiors, and at the same time evaluated their superiors higher 
than their subordinates - 
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Table 4.42 shows the ability of the management team to present quality arguments in 
support offact when solWng problems. 
Table 4.42 Present quality arguments. 
DEANS CHAIRS HEADS F. M TOTAL % ALWAYS 
& OFTEN 
ALWAYS 1 2 6 9 36.0 96 
S OFTEN 2 5 8 15 60.0 
E 
L SOMET. 1 1 4.0 
F OCCAS. 
NEVER 
NO RES I 
S ALWAYS 1 1 5 7 29.2 67 
U OFTEN 2 3 4 9 37.5 
B 
0 SOMET. 3 7 29.2 
R OCCAS. 1 
D NEVER 1 4.2 
I NO RES 1 1 
S ALWAYS 2 6 12 20 49.2 71 
U OFTEN 1 4 11 16 31.4 
p 
E SOMET. 1 5 3 1 10 19.6 
R OCCAS. 2 2 4 7.8 
I NEVER 1 1 2.0 
0 NO RES 1 1 
Clearly this table shows that the participants evaluated themselves higher than their 
subordinates or their superiors, but also evaluated their superiors higher than their 
subordinates. 
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Table 4.43 shows the responses to the 17 items related to Management Skills, figure 
4.3 and table 4.44 show the mean scores of responses for each item concerning self, 
subordinates and superiors perceptions,, figure 4.4 shows the overaU means of the 
responses. 
Table 4.43: Analysis of Management Skills Responses. 
No Items Self 
% 
Subor- 
dinate 
% 
Superi- 
ors 
% 
1 Delegate authority and responsibility. 89 40 76 
2 Implement programmes as planned. 85 72 78 
3 Keep information flowing. 92 60 71 
4 Recruiting of new faculty member. 80 43 71 
5 Make appropriate decisions. 92 61 69 
6 Difficult to make decisions due to lack of 
information. 
27 21 43 
7 Skillful in solving group problems 100 57 71 
8 Ask for more details before 
taking any decisions. 
85 71 83 
9 Consult members in setting work 
agenda. 
92 63 52 
10 Recommend promotions according 
to faculty member performance. 
92 43 66 
11 Communicate ideas clearly. 92 80 78 
12 Have planning skills. 83 50 74 
13 Act promptly when decisions are 
needed. 
100 74 76 
14 Have power to terminate faculty 
member's contract. 
26 5 68 
15 Represent the concern of the 
faculty members to higher authority. 
84 64 74 
16 ation skills. Have manipul 76 40 59 
17 
. 
present quality argument. 96 67 71 
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From a research perspective a conclusion can be drawn that, the management tý-. ams 
of higher education in Bahrain attribute most of the Management Skiffs dimension 
provision to themselves, while superiors come next and then subordinates. 
Therefore the second null hypothesis (2 Ho), which states that there is no different 
between the perception of the management team and their subordinates and superiors 
towards their management sldlls has been rejected and hence there is different between 
the perceptions of Deans of colleges, Chairpersons of divisions/departments, and 
Heads of programmes/sections towards their management skifls as compared with their 
subordinates' and superiors' perceptions. 
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Table 4.44 
Means scores of Management Skills Dimension items and 
F- Values reported by oneway Analysis of Variance. 
Item Self Subo. Sup. F- Value 
No. 
---- 
mean mean mean 
-------- 
1 
--- ! ---------------- 
4.2 
----------------- 
3.3 
------------------ 
4.0 
------------------ 
12.5310* 
2 4.3 3.8 4.1 4.8247* 
3 4.4 3.6 4.0 6.7909* 
4 3.4 2.7 3.8 10.4424* 
5 4.2 3.9 3.9 4.5655** 
6 3.1 3.0 3.3 1.7262 
7 4.3 3.5 4.0 9.3938* 
8 4.7 3.9 4.2 3.3347** 
9 4.7 3.6 3.6 11.5363* 
10 4.4 2.9 3.8 14.8199* 
11 4.4 4.1 4.2 2.4033 
12 4.1 3.4 4.1 8.2048* 
13 4.5 3.8 4.2 7.5599* 
14 2.1 1.5 3.8 34.1209* 
15 4.3 3.4 4.1 8.1641* 
16 4.0 3.2 3.9 6.5589* 
17 4.2 3.6 4.0 3.6617** 
----------------------------------------------------------------------------------- 
p<0.01 
p<0.05 
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LeaderSW Activities Dimension: 
In responding to the items related to leadership dimension: 
Table 4.45 shows the responses of the management team about their 
fiollment academic duties in an outstanding way. 
Table 4.45 Perform academic duties in an outstanding way. 
:: 
DEANS CHAIRS HEADS F. ME TOT 
I 
AL % % ST. AGREE & 
T 
AGREE 
ST. AGREE 2 2 10 14 56.0 100 
S AGREE 1 6 4 11 44.0 
E 
L UNDECIDED 
F DISAGREE 
ST. DISAGR. 
NO RESP. 1 
S ST. AGREE 2 3 5 20.0 72 
U AGREE 7 6 13 52.0 
B 1 
0 UNDECIDED 2 3 6 24.0 
R DISAGREE 1 1 4.0 
D ST. DISAGR. 
I NO RESP. 1 
S ST. AGREE 1 1 6 15 23 46.9 84 
U AGREE 1 3 5 9 18 36.7 
p 
E UNDECIDED 3 1 2 6 12.2 
R DISAGREE 1 1 2.0 
I ST. DISAGR. 1 1 1 2.0 
0 NO RESP. 
a 11 
2 
1 1 1 
This table further shows that the participants attributed best performance of academic 
duties in an outstanding way to themselves, while their superiors come next and then 
their subordinates. 
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Table 4.46 shows the responses of the management team in building successful a 
strong base using people with influence and power. 
Table 4.46 Very successful in building a strong base using 
peop e wi influence and power. 
DEANS CHAIRS HEADS ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 2 2 4 16.0 80 
S AGREE 3 5 8 16 64.0 
E 
L UNDECIDED 2 2 8.0 
F DISAGREE 2 2 8.0 
ST. DISAGR. 1 1 4.0 
NO RESP. 1 
S ST. AGREE 1 2 3 13.0 57 
U AGREE 5 5 10 43.5 
B 
0 UNDECIDED 1 3 3 7 30.4 
R DISAGREE 1 2 3 13.0 
D ST. DISAGR- 
I NO RESP. 1 2 
S ST. AGREE 1 1 4 6 12 24.0 74 
U AGREE 5 7 13 25 50.0 
p 
E UNDECIDED 1 1 1 5 7 14.0 
R DISAGREE 1 3 5 10.0 
I ST. DISAGR- 1 1 2.0 
0 NO RESP. 
The same pattern exists here, where the participants evaluated themselves as very 
successful in building a strong base using people with influence and power higher 
than their subordinates or superiors, but they evaluated their superiors higher than 
their subordinates - 
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Table 4.47 shows the management team's level of professional firmness when faced 
with difficult situation. 
Table 4.47 Show high level of professional firmness. 
DEANS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 3 4 6 13 52.0 92 
S AGREE 4 6 10 40.0 
E 
L UNDECIDED 
F DISAGREE 2 2 8.0 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 2 3 5 21.7 74 
U AGREE 1 7 4 12 52.2 
B 
0 UNDECIDED 1 1 2 8.7 
R DISAGREE 3 3 13.0 
D ST. DISAGR. 1 1 4.3 
I NO RESP. 1 2 
S ST. AGREE 1 2 7 14 24 47.1 79 
U AGREE 2 2 12 16 31.4 
p 
E UNDECIDED 5 1 1 7 13.7 
R DISAGREE 1 3 4 7.8 
I ST. DISAGR. 
0 NO RESP. 
The table also shows that the participants perceived themselves with high level of 
professional firmness higher than their subordinates or superiors, but perceived their 
superiors higher than their subordinates. 
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Table 4.48 shows the ability of the management team to think very clearly and 
logically. 
Table 4.48 Think very clearly and logically. 
DEANS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 2 3 7 12 48.0 100 
S AGREE 1 5 7 13 52.0 
E 
L UNDECIDED 
F DISAGREE 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 2 3 5 20.8 75 
U AGREE 1 6 6 13 54.2 
B 
0 UNDECIDED 2 1 3 12.5 
R DISAGREE 3 3 12.5 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 2 6 17 26 52.0 84 
U AGREE 3 7 6 16 32.0 
p 
E UNDECIDED 1 2 2 5 10.0 
R DISAGREE 1 2 3 6.0 
I ST. DISAGR. 
0 NO RESP. 
This table further shows that the participants attributed the ability to think most clearly 
to themselves,, while their superiors come next and then their subordinates. 
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Table 4.49 shows the ability of the management team to set specific measurable goals 
and hold people accountable for results. 
Table 4.49 Set specific measurable goals. 
DEANS CHAIRS HEADS ME TOTAL ST. AGREE 
AGREE 
ST. AGREE 1 1 6 8 32.0 88 
S AGREE 2 5 7 14 56.0 
E 
L UNDECIDED 
F DISAGREE 1 1 4.0 
ST. DISAGR. 1 2 8.0 
NO RESP. 1 1 
S ST. AGREE 1 4 5 20.8 54 
U AGREE 3 5 8 33.3 
B 
0 UNDECIDED 2 3 2 7 29.2 
R DISAGREE 1 1 2 8.3 
D ST. DISAGR. 1 1 2 8.3 
I NO RESP. 1 1 
S ST. AGREE 1 7 15 23 45.1 82 
U AGREE 1 3 5 10 19 37.3 
p 
E UNDECIDED 1 1 1 3 5.9 
R DISAGREE 3 1 4 7.8 
I ST DISAGR. 1 1 2 3.9 
0 NO RESP. 1 
91 1 1 
The table shows that the participants evaluated themselves higher than their 
subordinates and their superiors in setting specific measurable goals, but evaluated 
their superiors higher than their subordinates. 
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Table 4.50 shows the responses of the management team regarding the 
encouragement offaculty members to participate in conferences. 
Table 4.50 Kncourage faculty members to participate in conferences. 
DEANS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 2 5 4 11 44.0 96 
S AGREE 1 2 10 13 52.0 
E 
L UNDECIDED 1 1 4.0 
F DISAGREE 
ST. DISAGR. 
NO RESP. 1 
S ST. AGREE 1 2 4 7 29.2 71 
U AGREE 1 4 5 10 41.7 
B 
0 UNDECIDED 1 2 3 6 25.0 
R DISAGREE 1 1 4.2 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 2 1 6 11 20 39.2 75 
U AGREE 1 4 5 8 18 35.3 
p 
E UNDECIDED 2 3 5 9.8 
R DISAGREE 1 2 4 7 13.7 
I ST DISAGR. 1 1 2.0 
0 NO RESP. 
11 11 
This table further shows that the participants attributed more encouragement of faculty 
to participate in conferences to themselves, while their superiors come next and then 
their subordinates. 
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Table 4.51 shows the ability of the management team to mobilise people and 
resources to get things done. 
, 
Table 4.51 Have ability to mobilise people and 
resources to get things done 
DUNS CHAIRS HEADS F. ME TOTAL ST. kGREE 
&AGREE 
ST. AGREE 2 3 6 11 44.0 84 
S AGREE 1 4 5 10 40.0 
E 
L UNDECIDED 2 2 8.0 
F DISAGREE 1 1 2 8.0 
ST. DISAGR. 
NO RESP. 
1 
S ST. AGREE 2 3 5 20.8 63 
U AGREE 5 5 10 41.7 
B 
0 UNDECIDED 1 2 4 7 29.2 
R DISAGREE 1 1 2 8.3 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 6 7 14 27.5 73 
U AGREE 1 2 6 14 23 45.1 
p 
E UNDECIDED 1 3 1 2 7 13.7 
R DISAGREE 3 4 7 13.7 
I ST. DISAGR. 
0 NO RESP. 
The table also shows that the participants evaluated themselves as having ability to 
mobilise people and resources to get things done higher than their subordinates or 
superiors, but evaluated their superiors higher than their subordinates. 
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Table 4.52 shows the ability of the management team to not allow social life to 
influence their professional responsibilities. 
Table 4.52 Do not allow social life to influence 
their professional responsibilities. 
DEANS CHAIRS HEADS ME 
I 
TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 6 5 12 48.0 76 
S AGREE 1 2 4 7 28.0 
E 
L UNDECIDED 1 1 2 8.0 
F DISAGREE 2 2 8.0 
ST. DISAGR. 2 2 8.0 
NO RESP. 1 
S ST. AGREE 3 4 7 29.2 58 
U AGREE 1 2 4 7 29.2 
B 
0 UNDECIDED 2 3 1 6 25.0 
R DISAGREE 4 4 16.7 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 4 6 15 26 52.0 74 
U AGREE 4 7 11 22.0 
p 
E UNDECIDED 1 3 3 7 14.0 
R DISAGREE 1 3 1 5 10.0 
I ST. DISAGR. 1 1 2.0 
0 NO RESP. 1 1 1 
1 1 1 1 
As- far as allowing their social life to influence their professional responsibilities is 
concerned, the participants rated themselves higher for discouraging such activities 
than their subordinates or superiors, but evaluated their superiors higher than their 
subordinates. 
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Table 4.53 shows willingness of the management team to encouragefaculty members' 
research. 
Table 4.53 Encourage faculty members' research. 
DEANS CHAIRS HEADS F. ME TOTAL % % ST. AGREE 
& AGREE 
ST. AGREE 2 3 6 10 40.0 80 
S AGREE 1 3 10 40.0 
E 1 
L UNDECIDED 1 2 2 8.0 
F DISAGREE 1 3 12.0 
ST. DISAGR. 
NO RESP. 1 
S ST. AGREE 2 1 3 13.0 65 
U AGREE 6 6 12 52.2 
B 
0 UNDECIDED 1 1 3 5 21.7 
R DISAGREE 1 2 3 13.0 
D ST. DISAGR- 
I NO RESP. 1 2 
S ST. AGREE 3 4 9 17 34.0 72 
U AGREE 3 4 12 19 38.0 
p 
E UNDECIDED 2 1 2 6 12.0 
R DISAGREE 1 4 2 7 14.0 
IS DISAGR. 1 1 2.0 
0 NO RESP. 11 1 11 11 . 1 1 
This table shows that the participants evaluated themselves higher than their 
subordinates or superiors as to encourage faculty members' research, 
but evaluated 
their superiors higher than their subordinates. 
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I Table 4.54 shows the responses of the management team in the influence of interest 
groups to achieve the goals of the institution. 
Table 4.54 Believe in the influence of interest groups to 
achieve the goals of the institution. 
DUNS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 4 5 21.7 70 
S AGREE 2 2 7 11 47.8 
E 
L UNDECIDED 1 2 1 4 17.4 
F DISAGREE 
ST. DISAGR. 2 1 3 13.0 
NO RESP. 1 1 
S ST. AGREE 1 4 5 23.8 48 
U AGREE 2 3 5 23.8 
B 
0 UNDECIDED 2 2 3 7 33.3 
R DISAGREE 1 1 4.8 
D ST. DISAGR. 2 1 3 14.3 
I NO RESP. 1 2 2 
S ST. AGREE 1 1 5 7 14 29.2 67 
U AGREE 1 3 5 9 18 37.5 
p 
E UNDECIDED 2 1 5 8 16.7 
R DISAGREE 5 5 10.4 
I ST. DISAGR- 1 1 1 3 6.3 
0 NO RESP. 1 2 2 
1 1 1 1 
This table also shows that the same pattern exists, where the participants perceived 
ý1- - 
themselves as believers in the influence of interest groups more than their subordinates 
or superiors, but evaluated their superiors higher than their subordinates. 
146 
Table 4.55 shows the responses of the management team about their believe in a 
clear structure and chain of command. 
Table A. 55 Believe in a clear structure and cbain of conand. 
DEANS CHAIRS HEADS F. KE TOTAL ST. AGREE 
& AGREE 
ST. AGREE 2 5 5 12 46.2 100 
S AGREE 1 4 9 14 53.8 
E 
L UNDECIDED 
F DISAGREE 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 1 2 2 5 20.8 71 
U AGREE 
I 
1 2 9 12 50.0 
B 
0 UNDECIDED 1 4 1 6 25.0 
R DISAGREE 1 1 4.2 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 6 4 12 23 45.1 84 
U AGREE 1 1 7 11 20 39.2 
p 
E UNDECIDED 1 2 1 4 7.8 
R DISAGREE 1 3 4 7.8 
I ST. DISAGR- 
0 NO RESP. 
This table shows that the participants evaluated themselves higher than their 
subordinates or superiors concerning their believe in clear structure and chain of 
command, and evaluated their superiors higher than their subordinates. 
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Table 4.56 shows the responses of the management team regarding their high ability 
to negotiate successfidly. 
Table 4.56 Have high ability to negotiate successfully. 
DEANS CHAIRS HEADS F. ME TOTAL % ST. AGREE 
& AGREE 
ST. AGREE 1 1 2 4 16.0 88 
S AGREE 2 5 11 18 72.0 
E 
L UNDECIDED 1 1 2 8.0 
F DISAGREE 1 1 4.0 
ST. DISAGR. 
NO RESP. 1 
S ST. AGREE 2 2 8.3 67 
U AGREE 3 11 14 58.3 
B 
0 UNDECIDED 1 5 2 8 33.3 
R DISAGREE 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 2 5 11 18 36.0 80 
U AGREE 4 8 10 22 44.0 
p 
E UNDECIDED 2 1 4 7 14.0 
R DISAGREE 1 1 2 4.0 
I ST. DISAGR. 1 1 2.0 
0 NO RESP. 
This table further shows that the same pattern exists,, where the participants evaluated 
themselves as having high ability to negotiate successfully higher than their 
subordinates or superiors, but evaluated their superiors higher than their subordinates. 
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Table 4.57 shows the responses of the managemetit team regarding their believe in 
infomwl contact to influence the policies of the institution. 
Table 4.57 Believe in infomal contact to influence 
the policies of the institution. 
DEANS CHAIRS HEADS ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 3 5 9 34.6 85 
S AGREE 1 4 8 13 50.0 
E 
L UNDECIDED 1 1 2 7.7 
F DISAGREE 1 1 3.8 
ST. DISAGR. 1 1 3.8 
NO RESP. 
S ST. AGREE 1 2 3 6 26.1 70 
U AGREE 2 8 10 43.5 
B 
0 UNDECIDED 1 3 2 6 26.1 
R DISAGREE 
D ST. DISAGR. 1 1 4.3 
I NO RESP. 1 1 1 
S ST. AGREE 1 6 7 14 28.0 64 
U AGREE 1 2 6 
19 
18 36.0 
E UNDECIDED 5 1 8 14 28.0 
R DISAGREE 1 2 3 6.0 
I ST. DISAGR. 1 1 2.0 
0 NO RESP. II 11 11 1 1 1 11 
This table further shows that the participants attributed the most belief in informal 
contact to influence the policies of the institution provision to themselves, while their 
subordinates come next and then their superiors. 
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Table 4.58 shows the responses of the management team regarding their openness to 
new ideas especially during institutional change. 
Table 4.58 Open to new ideas. 
I 
DEANS CHAIRS HEADS ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 4 9 14 53.8 100 
S AGREE 2 5 5 12 46.2 
E 
L UNDECIDED 
P DISAGREE 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 1 1 2 4 16.7 83 
U AGREE 1 5 10 16 66.7 
B 
0 UNDECIDED 1 2 3 12.5 
R DISAGREE 1 1 4.2 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 3 6 13 22 43.1 84 
U AGREE 1 2 7 11 21 41.2 
p 
E UNDECIDED 1 4 1 6 11.8 
R DISAGREE 2 2 3.9 
I ST. DISAGR- 
NO RESP. 1 1 
This table further shows that the participants attributed the most of openness to new 
ideas provision to themselves, while their superiors come next and then their 
subordinates. 
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Table 4.59 shows the responses of the management team about their ability to be 
imaginative and creative. 
I., Table 4.59 Highly 
imaginative and creative. 
DEANS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 2 3 12.0 80 
S AGREE 3 4 10 17 68.0 
E 
L UNDECIDED 2 1 3 12.0 
F DISAGREE 1 1 2 8.0 
ST. DISAGR. 
NO RESP. 1 
S ST. AGREE 2 2 8.3 58 
U AGREE 1 4 7 12 50.0 
B 
0 UNDECIDED 2 3 2 7 29.2 
R DISAGREE 1 1 2 8.3 
D ST. DISAGR. 1 1 4.2 
I NO RESP. 1 1 
S ST. AGREE 2 2 10 14 28.0 70 
U AGREE 1 2 7 11 21 42.0 
p 
E UNDECIDED 1 3 1 5 10 20.0 
R DISAGREE 1 3 4 8.0 
I ST. DISAGR. 1 1 2.0 
0 NO RESP. 11 1 1 
This table also shows that the participants rated themselves as highly imaginative and 
creative higher than their subordinates or superiors, but rated their superiors higher 
than their subordinates. 
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Table 4.60 shows the management team ability to encourage the participation in 
decision making. 
Table 4.60 Encourage the participation in decision making. 
DEANS CHAIRS HEADS F. HE TOTAL % % ST. AGREE 
& AGREE 
ST. AGREE 1 6 4 11 42.3 96 
S AGREE 2 3 9 14 53.8 
E 
L UNDECIDED 1 1 5.8 
F DISAGREE 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 2 1 3 12.5 75 
U AGREE 2 3 10 15 62.5 
B 
0 UNDECIDED 1 3 2 6 25.0 
R DISAGREE 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 1 5 13 20 39.2 75 
U AGREE 3 7 8 18 35.3 
p 
E UNDECIDED 1 2 2 5 9.8 
R DISAGREE 2 1 4 7 13.7 
ST. DISAGR. 1 1 2.0 
0 NO RESP. 11 
1 
11 
1 1 
ji 
This table further shows that the participants encourage the participation in decision 
making more than their subordinates or superiors do, but evaluated their subordinates 
and their superiors at the same level. 
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Finally, table 4.61 shows the responses of the management team about theirfifflIment 
of administrative duties in an outstanding way. 
Table 4., 61 Perform administrative duties in an outstanding way. 
DEANS CHAIRS HEADS F. ME TOTAL ST. AGREE 
& AGREE 
ST. AGREE 1 1 3 5 20.0 88 
S AGREE 2 5 10 17 68*-0 
E 
L UNDECIDED 1 1 2 8.0 
F DISAGREE 1 1 4.0 
ST. DISAGR. 
NO RESP. 
S ST. AGREE 1 1 4.2 50 
U AGREE 1 3 7 11 45.8 
B 
0 UNDECIDED 1 5 4 10 41.7 
R DISAGREE 2 2 8.3 
D ST. DISAGR. 
I NO RESP. 1 1 
S ST. AGREE 1 1 5 13 20 40.0 80 
U AGREE 1 3 7 9 20 40.0 
p 
E UNDECIDED 2 1 2 5 10.0 
R DISAGREE 2 3 5 10.0 
1 
I ST. DISAGR. 
0 NO RESP. 1- 
11 L1 1 1 1 1 
This table further shows that the participants perform administrative duties in an 
outstanding way more than their subordinates or superiors, but evaluated their 
superiors higher than their subordinates. 
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Table 4.62 shows the responses to the 17 items related to leadership activities, figure 
4.5 and table 4.63 show the mean scores of responses for each item concerning self, 
subordinates and superiors perceptions, figure 4.6 shows the overall means of the 
responses. 
Table 4.62: '. Analysis of Leadership Activities Responses. 
No Items Self Subor- 
dinate 
Superi- 
ors 
I Perform academic duties in outstanding way. 100 72 84 
2 Very successful in building strong base using 
people with influence and power. 
80 57 74 
3 Show high level of professional firmness. 92 74 79 
4 Think very clearly and logically. 100 74 84 
5 Set specific measurable goals. 88 53 82 
6 Encourage faculty members to participate in 
conferences. 
96 71 75 
7 Have ability to mobilise people to get things 
done. 
84 63 73 
8 Allow social life to influence their professional 
responsibility. 
76 58 74 
9 Encourage faculty members' research. 80 65 72 
10 Believe in the influence of interest groups to 
achieve the goals of the college. 
70 48 67 
II Believe in a clear structure and chain of 
command. 
100 71 84 
12 Ha . ve high ability to negotiate successfully. 88 67 80 
13 Believe in informal contact to influence the 
policies of the institution. 
85 70 64 
14 Open to new ideas. 100 83 84 
15 Highly imaginative and creative. 80 58 70 
16 Encourage the participation in decision 
making. 
96 75 75 
I perform administrative duties in outstanding 
way. 
88 50 80 
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From the research prospective a conclusion can be drawn that, the management teams 
of higher education in Bahrain attribute most of the leadership activities dimension 
provision to themselves, while superiors come next and then subordinates. 
Therefore, the third nill hypothesis (Ho 3) which states that there is no difference 
between the perception of the management team and their subordinates and superiors 
towards their management skfils has been rejected and, hence, there is a difference 
between the perceptions of Deans of cofleges, Chairpersons of divisions and Heads 
of programmes towards their management skills as compared with their subordinates' 
and superiors' perceptions. 
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Table 4.63 
Means scores of Leadership Activities Dimension items and 
F- Values reported by oneway Analysis of Variance. 
Item Self Subo. Sup. F- Value 
No. 
------------ 
mean 
-- 
mean mean 
1 
--------------- 
4.6 
----------------- 
3.9 
------------------ 
4.2 
-------- ---------- 
7.6301* 
2 3.8 3.5 3.9 1.5380 
3 4.3 3.7 4.2 4.4636** 
4 4.9 3.9 4.3 8.1123* 
5 4.1 3.3 4.1 7.7717* 
6 4.4 3.9 4.0 3.3569** 
7 4.2 3.7 3.9 3.0363 
8 4.0 3.7 4.1 1.2503 
9 4.1 3.5 3.9 3.4548** 
10 3.7 3.3 3.7 1.1204 
11 4.9 3.9 4.2 4.2370** 
12 4.1 3.6 4.1 3.8842** 
13 3.8 3.8 3.8 0.7523 
14 4.8 3.9 4.2 10.2925* 
15 4.0 3.5 3.9 3.6191** 
16 4.7 3.6 4.0 4.8223* 
17 4.1 3.4 4.1 8.0147* 
p<0.01 
p<0.05 
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Summary: 
In this chapter the major questions stated in chapter one regarding the perceptions of 
the faculty members and management teams towards the faculty relationships, 
management skiffs and leadership activities dimensions have been answered in which 
a model for evaluation the management teams performance could be suggested 
(chapter 6). 
This chapter nevertheless, does not by itself give the basis to address the management 
process in higher education in Bahrain. 
In order to accomplish this, the in depth interviews will be analysed to generate 
appropriate concepts to build the management process model using the DCA technique 
in the following chapter. 
CHAPTER FIVE 
DATA ANALYSIS 11 
INTERVIEWS ANALYSIS 
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In this chapter the data obtained from the interviews with the divisions chairpersons 
and heads of programmes will be analysed in a constructive and meaningful way. 
To provide an enriched and useful analysis, descriptive analysis (part 1) and Dynamic 
Concept Analysis (part 2) will be used to describe the management in higher education 
in Bahrain. 
Part 1: 
In this part the analysis is laid down according to the interview protocol (Appendix 
F) and the number appearing between parentheses is the interviewee number. 
The Mission of the Institution: 
Institution: A 
Most of the interviewees state that the basic mission of the institution is to prepare 
middle level health manpower in different fields. 
Two interviewees also state their concern for the quality of the graduates: 
"to produce quality ... professional health workers 
for health services in 
Bahrain" (13). 
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Similarly another interviewee states that the mission of the institution is "to train the 
health professional who can serve [with] better quality " (17). 
Two interviewees emphasise the needs of the community when they assert that the 
mission is: 
H, to graduate or prepare health professionals who can meet the needs of the 
community [and] who can respond to the needs of the individual who is 
learning independently" (10). 
And the other stated that the mission: 
"is to graduate a health workers [in order] to satisfy the need of Ministry of 
...... and also to make the graduate capable in continuing Ihislherl education in health field" (12). 
One interviewee emphasises the knowledge and the skills of the graduates. 
Institution: B 
One interviewee indicates the very narrow mission of this institution when stating that 
the mission is "to graduate GCC (Gulf Cooperative Council) students with masters 
degrees [and to further] development offaculty " (3). 
In contrast, another interviewee states that the: 
"the mission [of this institution] is to try to upgrade the relation between the 
future orjunior scientists in the area and to help solve fiaure problems facing 
this nation specifically the region within the Islamic culture and Arabic 
traditions and Gulf unity ... this is the [institutional] mission" (16). 
In contrast to both these interviewees a third interviewee assumes that there is a 
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mission for the University: 
"I haven't seen it [the mission] in writing, but I assume that the mission is to 
graduate the students in all aspects of medicine and make higher level career" 
(11). 
While another interviewee indicated that there was no mission statement for this 
institution. 
Duties and responsibilities of the management teams: 
Institution: A 
The interviewees think that their duties and responsibilities are defined adequately -A 
few., nonetheless, were not sure "I am not sure that my duties are documented, but 
th, ey are defined verbally by nzy chairperson" (14); "yes, there are overlapping 
responsibilities, but as a job description it is defined" (9); "yes, most of them are 
defined, but some of them are not very well defined" (12). 
On the other hand, one interviewee attributes his duties to the experience "I know it 
by experience, I didn't see a job description " (8). 
The interviewees indicate that their duties and responsibilities could be categorised 
under three components; administrative, academic and research activity. 
The interviewees state that administration is the main element of their responsibility: 
This entails; managing the programmes and divisions, attending meetings, supervising 
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the faculty members, staff allocation, ordering all equipment needed, planning for 
Part-time culty members and coordinating many activities. 
Examples of their replies are "basically academic and administrative" (10); "1 have 
a quite large role, parficularly an administrative role" (14); "to run the ... division" 
(13); "of course management" (17). 
Supervising and advising the students, interviewing and selecting students are also 
part of their administrative responsibility. 
In additional to administrative responsibilities the interviewees state that their 
academic responsibility is also a major duty which includes; student evaluation, 
revising and updating courses and conducting workshops. 
Only a few interviewees mention research activities as part of their duties. 
Institution: B: 
Most of the interviewees from institution B state that their duties and responsibilities 
are defined. 
Like the interviewees from Institution A they agree that their duties and 
responsibilities were distributed among the categories; administrative, academic and 
research. 
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The administrative duties include implementation of the University policies regarding 
the rules and regulations, coordinating the activities of the programmes and divisions 
and representing them in higher councils, accepting new students and maintaining 
students' records. 
One interviewee claims responsibility for selection of new faculty members. 
The interviewees also give the following as their academic responsibilities; teaching 
activities, evaluation of courses and students. 
The research element however is partially mentioned by the interviewees as part of 
their activities "organise the integrated research among the programmes" (16). 
The main problems facing the management team: 
Institution: A 
The interviewees indicate the following problems which they encountered: 
Financial constraints; with limited resources available ... problem of physical 
facilities 
and equipment shortage is a common complaint, similarly there are complaints when 
ordering books and journals for the student and faculty members as well as problems 
in recruiting new faculty members which leads to increase in workload. As one 
mterviewee states "we have no control over anything" (8). 
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Lack of communication and support from higher authority is another problem facing 
the management teams. 
The rules and regulations are not clear in many cases which allowed interference from 
others and, therefore, created difficulty in decision- making which was considered to 
be another problem. 
Lack of planning is also among the problems stated "planning is probably inadequate 
here, not only in [this institution] but else where" (6). 
Other problems are; conflicts between divisions; administrative problems dealing with 
other departments; uncertainty in talcing any decision "being the head of the 
programme is the task of middle management. Ifind it difficult to know whether the 
decision made by me will be considered" (8). 
Others indicate that there are no problems in Institution A "no problems... we are 
homogenous group" (10). 
Institution: B 
As in the case with institution A, financial constraints are a major problem in 
institution B. 
Lack of communication reaches a point where some chairpersons have no direct 
control over their faculty members and one chairperson indicates that he does "not 
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I -- Know about the research his faculty does " (15). Another interviewee states that there 
is "no direct supervision of what every one is doing in this institution, I have no idea 
of the work of my subordinates" (11). 
The interviewees also have both academically and administratively problems with part 
time faculty members, There is a lack of a long term plan, let alone plans for more 
than ten years. There are problems related to management: "the management team 
here are not autonomous ... they should be" (5). 
One interviewee indicates that there is "no problem ... because they [the 
administrators] are well educated" (18); another states: 
" as a matter offact being a small College we don't have a big one [problem] 
... we don't have an administmtive problem, we 
have a very good established 
communication system... it has very modem complex networking... so 
everything goes smoothly" (16). 
Access to the superiors: 
Institution: A 
The interviewees state that they have access to their superiors: 
yes, I do ... we work as closely 
in the small institution as the College, 
irrespective of their positions" (10). 
ff. 
yes, whenever I need I go and talk to the person at any time unless he is on 
leave " (4). 
"yes, they have open doors [policy]" (8). 
yes, normally I don't need any appointment ... Ijust phone or go and see the 
chairperson or the Dean... likewise , the Dean and the chairperson meet me 
L- 
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in my office, (1). 
Ff yes, I walk directly into the chairperson at any time... but higher authorities, 
we might take an appointment and see him ... but [this is] never a problem (12). 
One interviewee, however stated that: 
ltsometimes I had problem ... the access is there ... but still I won't go 
... because I will be readUudged] wrongly... I have leamed not to take so 
many issues ... I learned about it" (13). 
Institution: B 
All of the interviewees responded positively to this question. One interviewee asserts 
that: 
"the door is always open and I know that I don't take an appointment to see 
him ... I can go to my superior any time" (3). 
Support from superiors to be better administrators: 
Institution: A 
Most of the interviewee requested that their superiors be more supportive in general, 
use a more effective communication systems and that they be given the chance to 
attend more courses and workshops: 
"more conferences ... nationally and intemationally to improve the 
management standards" (17). 
"I think they can train us more ... I took this position with expefience ... if I 
hadformal training [in management] I am sure I would do a beuerjob" (12). 
,, by providing training in management" (1). 
it more communication" (17). 
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One interviewee, in other hand states that: 
"they can open up higher responsibilities and challenges, different kinds of 
responsibilities, by involving us in variety of skills" (9). 
When asked whether it would be useful to attend courses or workshops in 
administration their responses were very much in favour: 
"I think it is probably quite stimulating" (14). 
"of course, it will help definitely, ifpossible I would like to go" (10). 
"I have attended several... to me continuing education is important and I [am] 
seeking that ... I strongly believe in it" (13). 
yes, they do send me for private training in decision- making, planning and 
evaluation " (8). 
Institution: B 
The interviewees emphasise the need for support and positive encouragement from 
their superiors ... suggesting that the line of the hierarchy should be clearer and that 
there should be proper administrative backup. 
Two interviewees state the importance of controffing their own budget: 
ýfinancial authority" (15), "to give it [the money] to us to satisfy our needs ... that 
we perform better" (16). Moreover they asked for the right to recruit and dismiss 
faculty members - 
One interviewee confirms that the College structure needs to be reassessed "by a 
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complete review of the administrative structure of College" (11). 
When asked whether it would be useful to attend courses or workshops in 
administration their responses were similar to the management teams in institution A: 
f1sure ,I believe in science ... this will be good ... this will help" (16), "of course 
this will be helpful and everybody will benefit of it " (18). 
Consultation and sharing of information: 
Institution: A 
Most of the interviewees assert that they have been consulted and informed: 
" most of the time yes " (12); "most often" (1); "yes, most of the time " (4); "1 
think they inform and consult me" (9). 
On the other hand a few state that they are not always informed: 
"not always... my expectation is always differentfrom reality" (6). 
" sometimes yes, this issue is still under discussion ... which issue I should and 
which one I need not.. this is not clear" (13). 
frno. not all the time " (8). 
And when asked what they do when they are not informed, most of the interviewees 
state that they investigate the reasons for their superior not consulting and infor ig 
them and explain the need for such consultation: 
"we have to contact the chairperson of the division to explain why we are not 
contacted" (12). 
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"I go to the administration straight away and explain the situation... it is my duty to be informed " (9). 
One interviewee, however asserts inability to do anything "cannot do anything ... 
sometimes I voice my objections" (17). 
Institution: B 
Most of the interviewees state that they are informed most of the time, however, one 
interviewee indicates that he is only 90 percent informed. 
On the other hand, two interviewees state that they are not always informed: 
"often a lot of actions are taken without the chairman knowing... issue of 
recruitmentfor example... we don't know [what has been decided] and we see 
that a person has been appointed when the paper comes " (11). 
" not always" (15). 
And when asked what they do when they are not informed, their responses ranged 
lC_ - 
ifrom discussion with the superior to doing nodiing: 
"depends ... if it [is] minor or major.. if minor we may neglect it and it depends on the personal relationship even if it is minor ... if it major, then, 
it should be discussed on a ftiendly basis asking question like why was I not 
informed and why was opinion not taken? " (3). 
" get angry flaughing/.. then discuss the matter politely with the superiors and 
[state] they must have reason for that [their action] ... sometimes it is typical 
regional [affair]" (16). 
"I don't think this will happen .. unless something related to the University 
policies" (18). 
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Other interviewees state that "we don't do anything" (11), and "I can do nothing" (15). 
Regularity of the meetings: 
Institution: A 
Most of the interviewees state that they meet regularly and when any necessity arises, 
these meetings are held formally or informally: 
" we have regularfaculty, department meetings every month or everyfortnight, 
and also informal discussions among colleagues, we can arrange any meeting 
at short notice" (14). 
One interviewee, however, was reluctant to be committed to the regularity of the 
meetings: 
"I can say we hold one meeting once a month or once in two months., but 
informal meetings are arrange every now and then... the decision is not merely 
the decision of the head alone, but everybody's" (12). 
Contrary to what has been said, one interviewee stated that 
" no, not regularly, lbut] as and when the need comes we conduct them [the 
meetings].. there is one reason ... most of the members of thefaculty are on 
the same floor ... so when there is a pointfor sharing... we join and discuss fit]" (4). 
institution: B 
On the same way, most of the interviewees from institution B stated that they meet 
it. 
regularly - yes, at 
least once a month ... at least .. this is also by law... by the charter" 
(16). 
On the other hand, one interviewee states that they meet every four months: 
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IF yes we have regular meetings ... every four months we meet.. this is for my 
group [as a chairperson] but there is college council meetings were we are 
members which meet every month " (11). 
Conflict with superiors: 
Institution: A 
Most of the interviewees state that they do not have any kind of conflicts with their 
superiors: 
'7 don't anticipate any conflict ... I don't have conflicts with my chairperson 
or subordinates" (14). 
'rno, not exactly " (7). 
"there is no conflict between me and my superiors... lbut] between me and my 
subordinates I do have some conflicts" (8). 
rI F just related to work.. no conflicts" (12). 
some however stated that they occasionally have conflict with their superiors: 
"sometimes It happens... not very often " (4). 
"I don't have a conflict with my immediate superior.. with [the] Dean I have 
small misunderstanding and I don't think it is a conflict ... some conflict I 
have with otherfaculty" (6). 
Other interviewees did experience conflict with their superiors: 
"yes, I move fast and when I make a statement, I make on professional basis 
... not on personal 
basis ... so there are some" 
(13). 
"I think everywhere there is conflict ... yes, a 
kind of normal conflict... this 
is what happening among the human being" (9). 
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When asked about their tactics to solve these kinds of conflict, most of the 
interviewees agreed that such conflicts should be resolved through open discussion and 
an effective communication system: 
"every problem has to be analyzed and to discussed again. .. this may not be successful always... I try to go underground ... make it in a slow motion ... not try to hurt people" (13). 
" we respect other individuals and tasks and responsibilities are defined and 
allocated.. in case of any conflicts, we solve it through discussion and 
reasoning" (1). 
"conflict which arises can be solved by open discussion... it is not difficult to 
talk about it in person" (9). 
Institution: B 
Similarly the interviewees from institution B state that they have no conflicts with 
their superiors "I don't see any at moment" (3). 
The other interviewees confirm the existence of such conflict "there are structure 
conflicts resulting in ft-ustration " (5). 
When asked about their tactics to solve such conflicts the interviewees state their 
inability to do any thing "I can Y do any thing about it" (15). 
informal groups: 
Institution: A 
Some interviewees recognised that there are informal groups in Institution A: 
,, definitely. there are many informal groups are everywhere, it's part of life 
afact offife" (13). 
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"yes, they are sometimes affecting the decision- making " (9). 
rI oyes, 
... I think there must have been some groups... they may work sub- 
consciously.. people get together and discuss the issue and influence one 
another" (10). 
yes, we have those with different nationalities ... different groups" (17). 
fryes, they sit together and decided that they don't want [to object]" (7). 
yes, of course" 
a yes, there are" (12). 
Only a few interviewees are not aware of such groups "I don't think there are any 
groups" (14), and "maybe I don't know" (2). 
Two interviewees state the non- existence of informal groups in Institution A "no, we 
don't have such [groups] to my knowledge" (4); "no" (1). 
When asked how they affect the decision- making, a number of the interviewees state 
that they do not know "I am not sure how influential they are " (7), "they can 
influence the decision- making" (2). 
One interviewee indicates that: 
" it was very interesting ... the in rmal groups can be very strong ... and they Ifo 
can overrule your decision and they can hinder every step you take, within the 
division Ifound this with infomud groups" (13). 
Institution: B 
Two interviewees indicate that there are informal groups in institution B, another 
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interviewee confirms the presence of such groups "sure, there are ... and they are 
dynamic groups" (16). 
Another interviewee is not aware "I don't know" (18). On the other hand one 
interviewee denies the presence of such groups "no, not to my knowledge" (11) 
When asked how the interest groups affect the decision-making process, one 
interviewee replied that: 
"of course anything thatfirther create conflict ... they talk with people before the committees meetings, and therefore, voting works in theirfavour.. they 
will have the majority ... it has happened and they direct almost everything" (3). 
Others stated "very strongly" (5) and "a lot... according to nationality" (15). 
Good Management: 
Institution: A 
The interviewees have a variety of responses. Some indicated that good relationship 
and caring for the other faculty members are important for any manager: 
" cafing for the employees" (1). 
mnying to create a good relationship" (2). 
" good relationship with staff" (7). 
" meeting the peoples needs" (13). 
"I don't know much about management, but I think [it W something to do 
with one's relationship with people" (10). 
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Others state that the planning process is very important element for good management, 
who: 
"should plan things" (2). 
"should be knowledgable in planning process " (6). 
"making sure the programme is running according to the planned line" (14). 
Two - interviewees indicate that good management has to have good communication 
skills: 
'fa good manager who communicate easily and in ftiendly way with his team 
(10). 
"most of the problem is due to lack of communication... if there is good 
communication, we can talk over and solve it" (4). 
Two interviewees indicate that less conflict and more smooth running of activities is 
required: 
"to get work done with as smoothly as we can with less conflict and more 
efficiency "' (8). 
" as manager, I would like to see that the things [run] more smoothly than 
planned and given the results" (14). 
One interviewee confirms that good manager is one "who accomplishes the objectives 
efficiently" (1) - 
Another interviewee indicates that "delegation of the responsibilities, utilisation of 
resources to the maximum" (13), is part of good management. 
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When asked what planning, implementing and evaluation mean to them in regard to 
management, most of the interviewees agreed that these terms constitute what 
management all about "that is the whole of management" (13). 
Institution: B 
Several interviewees state that the communication process is a major element in 
management activities., most importantly are: 
"clear communication " (5). 
"the channels of communication need to be opened" (11). 
"all chairpersons should be informed" (15). 
Two interviewees state that using limited resources efficiently is good management, 
other interviewees state that the objectives should be specified, whereas evaluation, 
delegation and planning have been mentioned by other interviewees. 
When asked what planning, implementing and evaluation mean to them in regard to 
management, an interviewee states that "good management is based on planning, 
implementation and evaluation" (16). 
Another, however states that "in the College .... I have not seen long term planning 
(11). 
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Theory of management: 
Institution: A 
When asked which theory they are following, the interviewees indicate that they do 
not know or not aware of such theorim. 
"I don't know .. I am not aware of any theory " (1). 
frnot in particular, only mutual understanding " (7). 
"I don't know the theory terminology, what we do is to run the faculty 
smoothly ... in coordination with my colleagues, we run it smoothly " (6). 
Others interviewees responded with their experiences in mind: 
" well, because I didn't take any management courses, I don't know the theory 
of management, I practice based on nry experience, I take joint democratic 
decision ... sometimes we [I] take decision by myself and no need to go to faculty" (12). 
Another interviewee states: 
"I am working with basic management and experience ... I am notfollowing 
classic management, but to handle the situation as it comes.. sometimes I am 
democratic, sometimes not" (8). 
One interviewee does not believe in such theories: 
"I don't believe in individual theory... the theories that have been placed are 
given a direction which may be westem or eastem groups" (13). 
institution: 
As the case with the interviewees ftom institution A, the interviewees from institution 
B are not aware of such theories: 
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rtnot really,... I am not originally an administrator, I am a member of the 
academic staff, but being given responsibilities as administrator" (3). 
"mysetf I don't know what the theory of management [is] ... I follow my feelings and experience without describing it .. not because I don't want .. but because I don't know " (16). 
Need for evaluation of management teams: 
Institution: A 
All of the interviewees confirm that the management team should be evaluated: 
"Yes we need to evaluate... we have to analyse the progress ... management 
as any other system, has to be evaluated" (6). 
yes, we have to evaluate different aspect of the College" (7). 
'I 'yes, evaluation should be done for each and every individual" (4). 
yes, I think" (12). 
"100 percent yes... I have people ... whether you know or not... I gave them 
[an] evaluation forms ... to evaluate me personally" (13). 
ff yes, I do indeed , it has to be evaluated" (14). 
" we never did it ... it should be from down to top andfrom up to 
down " (17). 
yes, to ensure they [management team] plan well, set reasonable targets and 
achieve targets efficiently" (1) - 
yes, for the purpose of improvement not for the purpose of criticising" (2). 
't yes, it really is required" (8). 
yes, sure .. management 
is part ofany institution.. every part ofthe institution 
has to be evaluated" (10). 
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Institution: B 
The interviewees from institution B also agreed the need for management evaluation: 
of yes, they should" (5). 
"'sure it is vital for any progress " (16). 
"Evaluation is very necessary... it is integral part of management... without 
it you don't,. know what you are doing " (11). 
Present Evaluation form: 
Institution: A 
Most of the interviewees state that they are not satisfied with the present form: 
"the form is a very general kind ofform, not realty related to the teaching we 
do here" (10). 
" no I am not happy with it" (6). 
f"notfidly satisfied" (2). 
"no ... the College is going through change" 
(13). 
"I thinkfor management it is not very elaborate ... it has only a few ideas 
for 
administrators, we need a detailedform" (12). 
On the other hand a few interviewees state their satisfaction with it: 
" in a way... as start, yes, and we can change later" (17). 
" to certain extent yes, the form is not really meant for us, it doesn't cover 
teaching " (7). 
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Institution: B 
All of the interviewees from institution B state the unsuitability of this form: 
"I don't think it is a fair one .. I fill it but with all the difficulties that I mentioned .. I have to fill it .. because that [is] administrative duty... and I think it has to be modified in such a way to be more usefulfor professionals" 
(11). 
"it is not enough... it is very naive" (16). 
"this form is not useful... since it is usedfor each and every staff member in 
the University " (18). 
"nonsense... it is not suitable for an academic institution " (15). 
Suggested evaluation model for management teams: 
Institution: A 
Most of the interviewees state their agreement with the suggested model of evaluating 
the management teams by themselves, by their subordinates and by their superiors: 
"I have been asking for this... I have to learn to be tolerant of how my 
colleague correct me ... I think they have certain perspective and 
listening to 
them it has strengthened it and made the working relationship better in 
general" (13). 
It yes it is good, it will work" (8). 
"it depends totally on the purpose ... it is good idea to 
have this system, really 
it is good" (9). 
"I think it is a good idea ... the Dean is not aware as much as my colleague 
[subordinates] ... so this system will work nicely" 
(7). 
yes, I think it is good idea" (14). 
"I think we should /evaluatel even the Dean ... I think as [a] 
head [of 
progranunel the Dean should be evaluated" (17). 
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Similarly a few interviewees state their agreement with some reservations: 
"I think the form which will be filled by subordinates should be different ... because subordinates will look at the superiors with certain responsibilities ... so it should be different form like.... form 1, form 2 with different questions" (2). 
7 do not really understand the idea ... more weight should be given to the people who have equal responsibilities as the head of department, or the post 
of superior, then the person himseýf and lastly the subordinate" (10). 
"I think in terms of theoretical management it is good idea, the faculty also 
willfeel comfortable ... but practically I don't feel it will work... it will not be 
processed well ... it could be interesting to have [evaluationjfrom three people (12). 
"if all the people are honest, it will work" (4). 
On the other hand two interviewees rejected to the idea: 
"no, this team [management] should be evaluated by an agency with expertise 
in evaluation of educational institutions " (1). 
"it is very difficult to be applied here [in the Institution A] " (6). 
Institution: B 
The interviewees from institution: B affirm their support for this model: 
'first it useful to do evaluation using several people because every one is going 
to look at it ftom different aspects of this work ... as an example, a student 
could be very good in evaluating the teacher ... so evaluation by subordinate 
I think is useful ... evaluation by himsetf is also useful ... there is a 
lot of 
room for self evaluation ... we do it but notformalise it ... I 
don't think really 
there is a need to grade and take average and so on" (11). 
" it is good idea and not only by self, superior and subordinate but also by 
peers and students as well" (15). 
"I accepted... but not everybody will do fit/.. we do it in teaching... we ask the 
students [to evaluate] the performance of their lecturers to see the weak things 
and good things in a confidential and respectful way so that he [the lecturer] 
can accept the criticism" (16). 
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"it is good idea 
(18). 
" no problem " (5). 
but we have to be caution about the personal interference "' 
Suggestions to improve the work of management teams: 
Institution: A 
The interviewees from Institution A have diverse opinions when asked about the 
suggestions they wish to make about the work of the chairpersons of division or 
heads of programmes in institution A. 
Some interviewees, state that priority should be given to teaching, while the others 
state the need for professional courses: 
"more professional development in this country ... when I am on leave, I do 
as many courses I can do to develop my professional skills" (6). 
"I said once ... we need training" (17). 
Two interviewees were explicit in their need for better communication systems "more 
open channels between subordinates and superiors" (10); and "we should be open to 
discussion and opposing view points to understand the problems" (14). 
One interviewee states the need for strong heads of programmes; another wanted to 
control the division budget: 
ff lr-. Knowing my budget ... is very important to know what is going on ... 
I receive 
letters telling me that I have over spending and I don't know what I spend ... 
the budget is a big issue, because it tells me how much I am spending [nor] 
why I am spending" (13). 
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The same interviewee also stated "the need for an excellent suppon system ... in my 
position I need [an] executive secretaries" (13). 
One interviewee gave a warning about isolation: 
none thing to be avoided as head of programme, the idea of little empire... 
sometimes it IS dangerous, and head ofprogramme should be assessed on his 
ability to do certain things uithin the programme" (14). 
Other interviewees emphasise the need for better relationships between the faculty 
members, sharing the load of teaching responsibility, clarification of chairperson role 
and more involvement of others in decision- making process - 
Institution: B 
The responses of the interviewees from institution B regarding the suggestions they 
wish to make to improve the work of the heads and chairpersons, stated the 
importance of controlling their own budget, clarification of the role and duties of the 
chairpersons, establishing a selection committee to recruit the new chairpersons and 
a better supervising system. 
One interviewee states that the: 
"information has to be shared and to have a mechanism to know what each 
one [chairperson or head] is doing, which means there should be frequent 
meetings between the chairmen ofprogrammes - (11). 
Other interviewees emphasise the need for a more effective communication system. 
One interviewee suggests training courses "some training could help the management 
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in understanding the psychology of employees" (16). 
Individual goals: 
Institution: A 
The interviewees state their goals as managers as being simply to achieve the mission 
of the college. Other, however, indicated some measure of quality in their goals as 
a manager: 
" My goal as a manager is to help to provide health care professionals at BSc 
level and make leaders o society " (14). ?f 
lfto continue to graduate much needed health workers ... to upgrade the programme to BSc level., and I think it is very important to upgrade the people 
who are working in the service and trying to develop their skills and 
knowledge" (12). 
"My goal is to improve the quality offaculty [members], to qualify enough ... to cany out their role and improve the quality of courses, also to monitor the 
process of teaching and also to evaluate the students' out come, to coordina: e 
the work of our department with other departments" (8). 
Coordination and cooperation are the goals of one interviewee 
"My goals as a manager [are] to coordinate and cooperate with othersfaculty 
and supenors for better and more effective working condition" (9). 
Institution: B 
In the same manner as with institution A the interviewees in institution B state that 
A 11- - 
their goals as managers are to prepare the students for their future roles by training 
and by developing existing programmes and by improving the quality. 
186 
One interviewee states that his goals are: 
f#to have highest educational and training level possible ... to develop the staff 
... through continuing education tojuýfll those goals [of universiw goals ... 
and to Provide a settingfor both the student and thefaculty staff to be able to 
do research as integral part of their activities " (11). 
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Table 5.1 Summary of the interviewees responses: 
Institution 
Concepts Responses AB 
Institution's 
mission. 
Prepare -middle level health 7 
manpower in different fields. 
Prepare better quality middle 2 
level health manpower. 
Prepare middle level health 2 
manpower who can meet the 
need of the community. 
To educate students in all 3 
aspects. 
To graduate students with I 
master degree - 
No mission statement 
Defmition 
of duties. 
Duties and Responsibilities 5 
are defined. 
Duties and Responsibilities 
are not defined. 
Not sure - 
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Concepts Responses 
Main Problems 
in Higher 
Education: 
Institution 
AB 
Financial constraints. 
Lack of communication. 
The rules and regulations 2 
are not defined. 
Lack of planning. 2 
Uncertainty of taking 2 
decision. 
Part- time faculty problems. 2 
The management teams are not 1 
autonomous. 
Problems with other 1 
departments. 
Day to day problems. I 
No problems mentioned. 12 
Access to 
superiors. 
Have access to their 
superiors. 
Have access to their 
superiors with some 
difficulty. 
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Institution 
Concepts Responses AB 
Support from 
superiors to 
be better 
administrator. 
To attend courses and 
workshop management. 
To have effective 2 
communication system. 
Line of hierarchy should 1 
be clearer. 
To have new administrative I 
structure. 
To control the budget. 2 
To share in responsibilities. 
To plan ahead. 
To help in achieving the 
institution's goals - 
To allow for more management 
experience. 
To arrange for more computers. 
Consultation. 
Most of the time. 83 
Not always. 43 
When asked what to do about it? 
investigate the reasons. 72 
Do nothing. 13 
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Institution 
Concepts Responses AB 
Regularity of 
the meeting. 
The meeting are held regularly 11 6 
and when necessity arises. 
Not in regular basis 1 
Conflict. 
Do not have any kind of 84 
conflict. 
Occasionally have conflict 2 
Have conflict 22 
When asked what to do? 
majority with open discussion. 
Can do nodfing. 6 
Informal 
groups. 
Confirm the existence 84 
of such groups. 
Not aware of such groups. 21 
Denied the existence of 21 
such groups. 
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Institution 
Concepts Responses 
Good 
management. 
Good relationship and caring. 5 
Planning. 31 
Good communication skiffs. 23 
Less conflict. 2 
Accomplishing of the objectives. 11 
Delegating and utilisation 12 
of the resources. 
Theory of 
management. 
Do not know about any theory 72 
Not aware of such theories. 44 
Do not believe in such theories. 1 
Need for 
evaluation. 
Should be evaluated. 12 6 
Present 
evaluation 
form. 
Satisfied. 2 
Not satisfied. 10 6 
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Institution 
Concepts Responses AB 
Suggested 
evaluation 
model. 
Agreed to the suggestion. 65 
Agreed ýyith some reservations. 41 
Not agreed. 2 
Improvement 
of 
management 
teams work. 
By training courses. 32 
Emphases on teaching. 3 
Support system. 1 
Strong head of programmes. I 
Controlling the budget. 11 
Open communication. 21 
Prevent isolation. I 
Professional courses I 
Rotation of the heads. 1 
Equality of the workloads. 1 
Clarification of the rules 12 
and regulations. 
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Institution 
Concepts Responses A 
Individual 
goals. 
To achieve the mission 10 5 
of the institution. 
To achieve the mission of the 
institution with some quality. 
To coordinate and cooperate 
with others. 
Encourage research. 1 
This part of the chapter shows that the management system in institution A is fairly 
well established compared with the management system in institution B. This is clearly 
demonstrated by the differences in the definition of missions in both institutions as 
well as the consultation, delegation, planning, sources of conflicts and the influence 
of the informal groups. (see summary section). 
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Part 2: 
Dynamic Concepts Analysis (DCA). 
The qualitative data obtained from the interviewees could be analysed by descriptive 
analysis (Miles and Huberman, 1994) or by concept mapping (Novak and Gowin, 
1980). In this section however, a different technique will be used, that is Dynamic 
Concept Analysis (DCA), to describe the ideal model for higher education 
management as well as the two higher education institutions in Bahrain. In building 
these models diagrammatically the relation between management components will be 
shown and any changes wifl be suggested for each institution. 
DCA is a method of integrating information about complex situations which may be 
quantitative or qualitative. A conceptual model is constructed which enables 
identification of relationships between different variables and provides a picture of the 
ways in which different aspects or attributes of concept may be related. 
The purpose of using DCA in this section, in this study, is to explore the validity and 
reliability of these concepts within a higher education management framework and to 
investigate possible relationships between patterns of behaviour, beliefs and 
perceptions of the members of the management teams in higher education institutions. 
The method has been used by Kontianinen and Tight (1991) to analyse institutional 
models of higher education using eight concepts. 
This is a study of higher education management and thus the concepts used to build 
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that institutional models are not appropriate, but the use of the method by Kontianinen 
'and Tight indicates the usefulness within the present study. 
, Lr ý, Kontlainen and Hobrough (1991) describe five different ways in which concepts may 
be related to one another: 
Type 1: There is no direct relationship, 
A and B do not have a direct 
influence to each other. 
Type 2: There is a one way relationship, 
there is a direct influence of 
B on A. 
Type 3: There is a two-way relationship 
Type 4: There is no direct relationship 
between A and B, biýt the relation 
will found by a third concept C. 
Type 5: There is relationship between 
A and B through a longer chain 
of relationships. 
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(A) CB 
"l\ ý, 
( 
pý 'N\ , 
196 
Type 5 is a network of concept relations which is called a conceptual model. This 
conceptual model is essential to build an information structure (matrix) which contains 
all information of the above five types of relation concepts for this study. 
The following discussion describes the process of application of this method to analyse 
the data obtained by interviewing the management teams in Bahrain. 
Dynamic Concept Analysis consists of four stages, they are; 
1- Selecting and defining of the key roncgpts: 
The first stage is to select the key concepts that characterise the situation under study, 
moreover, each concept selected must be crucial to the analysis of the whole process. 
Therefore it is essential to find concepts which do sufficient justice to the event or 
situation under study. 
These concepts can be derived from various sources; from existing theories or models; 
le- - from empirical findings and analyses; from the subjective judgement of an individual 
or team; or by combining judgements and research findings. 
In this case ten concepts were identified as essential characteristics for the research of 
higher education management and were derived from literature mentioned in chapter 
two, specially Dixon (199 1) and Rees (199 1); from analysis of the questionnaire items 
particularly management skills items, and from the outcomes of the interviews and 
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. 
r__ - 
from the researcher's experience. 
Rees (199 1) and Dixon (199 1) identify the basic elements of managing as; identiýýing 
and setting the objectives; planning; controlling of the resources; communicating; 
delegating; motivating and overall controlling. 
These_ concepts are: mission; responsibility; communication; planning; delegation; 
evaluation; decision- making; Resources (financial); informality (informal groups); 
and conflicts. 
The definitions of these concepts are; 
1- Mission: 
It is essential that the purpose of the institution should be outlined in the 
mission (Stott and Waker, 1992). Rue and Holland (1986) defined the mission 
as "An organization's mission is actually the broadest and highest level of its 
objectives-. (p. 10) 
2- Responsibility: 
To determine the defined responsibility of the manager his/her job description 
is the first essential requirement for their job to be successful (Dixson 199 1). 
3- Communication: 
Communication is the process of transmitting information between two or 
more People with the assumption that each one of them understands the other. 
(Brooksbank, 1980; Koontz et al, 1984; and Matthewman 1987). 
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4- Planning: 
Planning, as defined by Rue and Holland (1986), is "The process of deciding 
what ob ectives to consider during a future time period and what to do in order j 
to achieve those objectives. This process need answering the f6flowing 
questions: 1- Where are we now?; 2- Where do we want to go?; and 3- How 
can we get to where we want to be from where we are now? ". (p. 15) 
5- Delegation: 
Delegation is a process in which authority is transferred to the subordinates by 
the superior to act on his behalf (Gray and Smeltzer, 1989). 
6- Evaluation: 
Evaluation is the process where plans are implemented and objectives are 
achieved by setting standards, measuring performance, comparing actual 
performance or outcomes with standards,, bearing in mind the resources, and 
deciding necessary corrective actions and feedback (Adelmon and Alexander, 
1982; and Buckanan and Huczynsld, 1985). 
7- Decision- Making: 
Decision- making is "the process by which choices are made ... this process 
may occur entirely within the mind of one person, or it may take place within 
a small group or large organizations" (Gray and Smeltezer, 1989: 252). This 
activity should result in a choice of plan of action (Wong, 1995). 
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8- Resources: 
Resources are an obvious and crucial asset in helping the higher education 
institutions to carry out their objectives. 
9- Informal groups: 
As defined by Bedeian and Glueck (1983), an informal group, in contrast to 
a formal group, is a collection of individuals who become a group by mutual 
attraction of their members. These informal groups initially emphasise personal 
and social relations as opposed to authority and position. 
10- Conflict: 
This complicated concept is not easy to define, but in the simplest way it 
occurs when two individuals or groups in any institution are in disagreement 
over many issues (Bedeian and Glueck, 1983; and Robbins, 1990). 
2- Defminz of the relationslu s: : ps between the concot 
The ten concepts are each specified by three attributes; the first two with 
defined, neutt-al, and not defined; the rest of the concepts with high, medium and low 
attributes. The neutral or medium level of a concept refers to situation where there 
may be combination of the qualities of the two pole attributes. 
The concepts and attributes are shown in table 5.2. 
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Table 5.2 Concepts and Attributes. 
Concepts Attributes 
la defined 
I- Mission. In neutral 
lb not defined 
2a defined 
2- Responsibility 2n neutral 
2b not defined 
3a high 
3- Communication 3n medium 
3b low 
4a high 
4- Planning 4n medium 
4b low 
5a high 
5- Delegation 5n medium 
5b low 
6a high 
6- Evaluation 6n medium 
6b low 
7- Decision- 7a high 
Making 7n medium 
7b low 
8a high 
8- Resources 8n medium 
8b low 
9a high 
9- Informality 9n medium 
9b low 
10a high 
10- Conflicts lOn medium 
10b low 
201 
3- Building an information structure of concots relations: 
An information structure is a matrix of concept relations. The relationship between 
the ten concepts and 30 attributes in table 5.2 can be plotted into a matrix which can 
then_ serve as a basis for building conceptual models of the higher institutions in 
Bahrain (matrix 5.1). It should be pointed out that 10 concepts and 30 attributes can 
make over a million different combinations of attributes to describe individual 
institutional variation in how the management role could be interpreted. 
Each of these combinations could be depicted by an individual institutional conceptual 
model. As described earlier, the relationships between concepts are obtained from the 
literature as well as the experiences of the researcher. 
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Matrix 5.1 
1 2 3 4 5 7 8 9 10 
in lb in lb 
a 
In jlý 
a n 
lb 
a lb ib in lb a lb a 
in lb 
n 
lb 
1a Defined 
I -Mission 1n Neutral n j In j 
- n n 
lb Not i bI b b b b 
2a Defined a I a l b b 
2. Responsibility 2n Neutral n I nI -I n I n 
2b Not I b l bI b a a 
3a High a b' 
-Communication 3n Medium n 
I n n n n 
3b Low b bI b I 
4a High a a 
4. Planning 4n Medium n n I i n n n 
4b Low b b b I I I I 
5a High la - b I 
5. Delegation 5n Medium n n n 
5b Low b b I a 
6a High a a I b b 
S. Evaluation 6n Medium n n n 
6b Low b b b 
7a Kigh 
7. D. M 7n Medium n I 
7b Low b b b 
8a High a a 
S. Resources 8n Medium n 
8b Low 
9a High b b a 
Unformality 9n Medium n 
j 
9b Low l a 
- 
a 
_ _ 
j 
a a 
I 
b 
10a High b b b ' 
_ 
b a 
1O. Conflicts I On Medium n n n F T 
10b Low a a i fl T 
A cell shows the relationship between two concepts. 
A row shows the attributes with type 2., (Aj*--B) relation to the attribute in 
questign. 
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In matrix 5.1 each row shows the attributes which are most likely to combine with 
each of 29 other attributes in the matrix. Each row shows a type 2 (1 way) direct 
relationship to the attribute in question while two rows together may alter the 
relationship to a type 3 (2 ways) relationship. A relationship between two concepts 
can be linear or non linear. Each cell in the matrix gives a statement of how another 
concept is related to the particular concept in question. For example, cell 1/4 gives 
statement of how concept planning is related to concept in question which is mission 
in this case. This relation indicates a positive linear relationship between the two 
concepts and it is expressed in the matrix by: 
a 
n 
b 
A negative linear relationship would give the following formate: 
a 
n 
b 
An empty cell in the matrix indicates that it is not possible to make a statement of 
linear relationship. 
Appendix G gives the statements of relationships between the ten concepts of 
management widlin the conceptual framework of this study. 
Each statement can be 
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considered as a research hypothesis for further study, and the given information 
structure as a starting point rather than as the definitive structure. 
4- Building the conceptual model: 
The conceptual models can be built by using the information structure which can be 
described and assessed. This conceptual model shows how different concepts relate 
to one another, how they might be independent of one another, what concept featured 
most pronouncedly, and those that needed refinement or maybe rejection. 
Case Studies: 
Using the software provided by Kontianinen (University of Helsin1d), particular 
variables pertaining to the case studies have been manipulated in order to produce a 
series of integrated conceptual models for the academic institutions in Bahrain within 
which the relations between all concepts can be analysed simultaneously. Each 
conceptual model combines information on concept relations for a particular 
combination of attributes. 
Using the information structure m matrix 5.1. the following models can be produced: 
A- Conceptual model for ideal management in higher education institutions 
(model 5.1), where each variable or concept relates with other concepts. 
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Model 5.1 
I a: Mission Defined 
2a: Responsibility Defided 
3a: Communication High 
4a: Planning High 
5a: Delegation High 
6a: Evaluation High 
7a: D. M, High 
8a: Resourpes, High 
9b: Informality Low 
10b: Conflicts Low 
3a 4a 6a 7a 
la 3a 4a 6a 7a 9b 1 Ob 
la 2a 4a 6a 7a gb 1 Ob 
la 2a 
0 
Sa 6a 7a 8a 9b 1 Ob 
2a 3a gb 
la 2a 3a 4a 7a 9b 1 Ob 
la 2a 3a 4a 6a 9b 1 Ob 
4a 7a 
la 2a 3a 4a 6a 7a 1 Ob 
la 2a 3a 4a 6a 7a 8a 9b 
This End of institution has been characterised as having a defined mission (1a) as well 
as defined responsibUity (2a) of the management team. This institution also has put 
an emphasis on communication (3a), planning (4a), delegation (5a), evaluation (6a) 
and decision- maidng process (7a). and at same time the management team has kept 
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the influence of the informal groups (9b) at lowest level possible, and avoiding 
conflict, while the resources (8a) do not put any pressures on the management team. 
B- The conceptual model for the management team in institution A: 
co- mprehensive conceptual model of the management team in institution A can be 
drawn by using the same concepts in matrix 5.1. This model 5.2 can be assessed 
against the model 5.1. 
Model 5.2 
4-- 7b 8b 
I a: Mission Defined <- 3a 4a 
2a: Responsibility Defined <- 1a 3a 4a 9b 1 Ob 
3a: Communication High <- Ia 2a 4a 9b 1 Ob 
4a: Planning High 1a 2a 3a 9b 1 Ob 
5n: Delegation Medium 
6b: Evaluation Low 7b 
7b: D. M Low <- 6b 
. 8b: Resources Low <- 7b 
9b: Informality Low <- la 2a 3a 4a I Ob 
I Ob: Conf! ýcts Low ý' <- la 2a 3a 4a 9b 
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Model 5.2 indicates that this institution has a defined mission (la) and defined 
responsibility (2a) supported by effective communication (3a), high planning process 
(4a) and very low conflict between its members. 
This institution, however, does not consider the evaluation process (6b) an important 
issue to emphasis on or the institution lacks a proper evaluation scheme so that the 
management team can be evaluated systematically. 
Model 5.2 also shows that the influence of informal groups (9a) in this institution is 
very active in which results in low evaluation and ineffective decision- making (7b). 
One other reason for high influence of informal groups and low evaluation could be 
lack of fmancial resources (8b). 
This model also suggests that a little attention is paid to delegation (5n). 
C- Conceptual model for institution B: 
The conceptual model of institution B (model 5.3) indicates that the mission (1n) of 
ýt- ! 
dus institution is not very well defined or it is not clear to the management team. This 
results in ineffective planning (4) and decision- making (7n). On the other hand the 
high influence of informal groups (9a) has led to low delegation (5b) and evaluation 
(6b), this despite that they have defined responsibility (2a) and high communication 
(3a) which lead to low conflict (10b) in this institution. 
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Model 5.3 
In: Mission NeLdral <- 4n 7n 
2a: Responsibility Defined <- 3a 10b 
3a: Communication High <- 2a 10b 
4n: Planning Medium In 7n 8n 
5b: Delegation Low <- 9a 
6b: Evaluation Low <- 9a 
7n: D. M Medium <- In 4n 
8n: Resources Medium <- 4n 7n 
9a: Informality High <- 6b 
10b: Conflicts Low <- 2a. 3a 
The models 5.2 and 5.3 related to institutions A and B show that the management 
teams in both institutions have defined responsibility, high level of communication, 
low level of evaluation and low level of conflicts. 
On the other hand, however, they are differ in the definition of missions, pl "g 
and decision making processes, availability of resources and the influences of the 
informal groups. In that institution A shows a strong interrelationships between these 
attributes than does institution B. This reflects and confirms the conclusions related 
to institutions A and B in part 1 of this chapter. 
209 
Whilst the ultimate goal may be to bring change in the management in the two 
institutions of higher education in Bahrain, it is possible to indicate here the potential 
effects by varying the level of specific. concept within one of the models previously 
shown. Due to time limits as well as avoiding repetition only one example will be 
discussed i. e. one concept will be chosen to demonstrate the process of change. The 
I 
same technique could be applied to the other concepts. 
For both institutions "evaluation" concept has been changed from low (6b) to high 
(6a). 
Institution A model (5.4) shows the relation of concepts with evaluation process has 
changed from low to high. 
Model 5.4 
-m-S 
2a: Responsibility Defined <- Ia 3a 4a 6a 9b I Ob 
3a: Communication High <- Ia 2a 4a 6a 9b I Ob 
4a: Planning High Ia 2a 3a 6a 9b I Ob 
5n: Delegation Medium <- 
6a: Evaluation High <- 1a 2a 3a 4a 9b 1 Ob I 
I 
7b: D. M Low <- 
I 8b: Resources Low <- 7b ý, I 
9b: Inforrnalky Low <- la 2a 3a 4a 6a 1 Ob 
1 Ob: Conflicts Low <- la 2a 3a 4a 6a 9b 
11a: Mission Defined <- 3a 4a 6a I 
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When the evaluation concept is redefined from low to high the inter-relationships 
between the concepts have increased, where the high effective evaluation has direct 
effect on mission, responsibility, communication, planning and conflict. 
Assuming that plans were put in effect to change the other concepts from low to high 
as in_ resources and decision-making in one hand, and from high to low as in 
informality on the other hand, then the model would look like the ideal model (model 
5.1). 
In institution B (model 5.5) shows that the relationships with concept evaluation 
process has changed from low to high, thus the evaluation has a direct effect on 
responsibility, communication and conflict. 
When the other concepts changed from low to high as in resources; from low to 
medium as in delegation; from medium to high as in decision- malcing the model 
would look like the ideal model (model 5.1). 
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Model 5.5 
In: Mission Neutral <- 4n 7n 
2a: Responsibility Defined. 
I 
<- 3a 6a 10b 
3a: Communication High <- 2a 6a I Ob 
4n: Planning Medium <- In 7n 8n 
5b: Delegation Low <- 9a 
6a: Evaluation High <- 2a 3a 10b 
7n: D. M Medium <- In 4n 
8n: Resources Medium <- 4n 7n 
9a: Informality High <- 
1 Ob: Conflicts Low <- 2a 3a 6a 
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The models and their description were discussed with six chairpersons to determine 
their validity. 
Institution A: 
Stating the main reason of this separated model, is that institution A, although by 
itself is an academic institution it is one of many department of an unacademic 
organisation where many individuals may influence the out put of this institution. 
In this institution, concepts like responsibility, communication and planning are highly 
effective. The reason for that is these activities are taking place within the institution 
itself. But the other concepts in the model are low or at least medium because they 
are taken by individuals from inside and outside the institution which make the 
separate of the model obvious. 
Two chairpersons from institution A, have agreed that the model and the descriptions 
are representing the institution, while the third chairperson was not certain about the 
issue. 
Institution B: 
In this institution the mission is not well defined which makes the planning process 
inadequate, although the individual's responsibilities are well defined. 
The high influence of the interest groups is due the establishment of this institution 
as a regional organisation while the decision making is not effective, resources are not 
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used in appropriate ways and delegation process is not emphasised. This create more 
conflict which is not visible on the surface. 
As for institution B, only one chairperson has agreed with this model; another 
disagreed while the third refused to comment on basis that this issue is sensitive one. 
In conclusion, three chairpersons have agreed with the models and their description; 
one disagreed and two had no opinions of the issue. 
Within the context of the culture of higher education in Bahrain which is heavily 
affected by personal autocracy (see chapter one) as well as the sensitivity of the 
subject, the reluctance of the respondents to express their view fteely are 
understandable and thus the process seems to be adequate, and therefore both models 
have appropriate validity. 
CHAPTER SIX 
DISCUSSION AND 
RECOMMENDATIONS 
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This chapter is divided into two main sections; discussion and recommendations. And 
will attempt to draw together some of the major points raised in the data analysis 
chapters and explain the models proposed. 
Section one: 
Discussion; 
This study has been concerned with the perceptions of faculty and management teams 
of the management roles in Higher Education in Bahrain mainly from the view point 
of self, subordinates and superiors" perceptions on one hand, and about the 
management process in these institutions on the other. 
The study of the performance of the managements in higher education institution has 
an important and central part in the literature on management and organisation 
behaviour. This is evident because these management teams are a crucial part of the 
higher education administration and their effectiveness must be examined. 
As indicated in chapter two many authors have published studies about the necessity 
of evaluating the performance of the management teams in higher education 
institutions. Others have suggested self, subordinates and superiors as an alternative 
to the traditional superior- subordinate evaluation. 
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As these administrators come to their new posts, no evidence of any orientation 
programme to help them succeed can be found (Fisher 1978; Millett 1978 and Giroux 
1984). These administrators are being appointed on academic merit and/ or technical 
skills rather than ability to manage (Hodgkison 1978, and Hughes and Sholer 1992). 
Therefore, the evaluation of the administrators' performance is the cornerstone for the 
development of higher education (Fisher 1978; Lahti 1978, and Everard and Morris 
1990). 
One of the experienced deans explained why evaluation of administrators in higher 
education is important: 
"As an academic dean, one of the worstfeature of my job is that I never know 
how well I am doing it. After serving as a faculty memberfor fifteen years, I 
know that faculty have very finite ideas about the dean's performance. Now, 
as a dean, I find that people do not tell me how they feel about my 
administrative style or quality of my work. I think I am doing a goodjob, but 
I wish I knew how the faculty, the president, and the other administrators 
evaluate my performance ". 
(Rasmussen 1978: 23) 
Preferably combinations of various sources would be more effective than single 
ratings by allowing the estimation of systematic error variance due to chance responses 
tendencies and responses sets (Klimaski and London 1974). 
This research attempted to answer the following research questions in relation to 
management of higher education in Bahrain: 
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How do management teams in higher education in Bahrain perceive their roles and 
effectiveness as compared with their subordinates and superiors? 
And other four questions are: 
I- What are the perceptions of the management teams and faculty members of their 
academic institutions' climates? 
2- What are the perceptions of the management teams towards their relationship 
activities as compared with their subordinates) and superior' perceptions? 
What are the perceptions of the management teams towards their management 
skills as compared with their subordinates' and superior' perceptions? 
4- What are the perceptions of the management teams towards their leadership 
activities as compared with their subordinates' and superior' perceptions? 
To answer these questions, a questionnaire was designed to obtain the data needed. 
Then personal interviews were conducted with chairpersons of divisions and heads of 
programmes (chapter three). 
Although each item in the questionnaire has been analysed in chapter four, they will 
be dealt with collectively under faculty relationships, management skills and 
leadership activities dimensions in this chapter. 
Faculty Relationship Dimension: 
The relationships between the management team and faculty members in higher 
education institutions play a crucial part in achieving the objectives of these 
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institutions, and therefore, it is important to know how each side (the management 
team and the faculty members) perceive the relationship between them. 
In this research the management teams show that they are honest, sincere and keep 
their word on the one hand, and are sensitive and responsive to the faculty members 
feelings on the other hand. At the same time, the management teams maintain some 
form of collaborative relationship with faculty members and provide them with 
support and assist them to become better teachers. 
Similarly, the morale of the faculty members has been kept high by the management 
teams through talking to them, encouraging good performance in their work and 
trying to avoid unnecessary conflict between themselves and the faculty. 
The research also reveals that the management team and their superiors and 
subordinates agreed that the above elements regarding the faculty relationship are 
implemented, but each group has its own perception of their satisfaction in meeting 
each element. 
In all of the ten elements, the management teams perceive themselves as doing a 
higher level work than their subordinate or superiors. They also perceived that their 
superiors do a better work than their subordinates in eight of the elements. This is 
considered to be normal behaviour (see page 223). 
Nevertheless, the analysis of the faculty relationships dimension has proved that there 
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are significant differences between the perceptions of the three groups self, 
subordinates and superiors towards the faculty relationships with p<0.0 1 (Table 4.25 
chapter four). 
Management Skills dimension: 
The management skills which the management teams should acquired are those which 
create smooth working conditions in higher education institutions. They should 
therefore be evaluated from the management teams and faculty members' perspectives. 
The research reveals that management teams agreed that they delegate authority and 
responsibilities, recruit new faculty members and recommend for promotions as well 
as termination of their contracts . It is interesting, though, to report that the 
management teams do not see themselves as having more power to terminate the 
faculty members contract than their subordinates have, but their subordinates think 
that their superiors have that power. 
Similarly,, the research also reveals that the management teams claim that they have 
planning skills, and implement programmes as planned. 
The research also reveals that the management teams will act promptly in many cases 
when decisions are needed, but they ask for more details as a way of using their 
manipulation skills before deciding which decision will be appropriate. 
Manipulation, 
here, is a term used for the power exercised by the administrator in higher education 
to achieve the institution9s goals. 
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The data reveals that the management teams consult the faculty members when setting 
the work agenda. They also try to present valid arguments when discussing the 
concerns of the faculty members to higher authority. The purpose of this is to keep 
the information flowing in more than one directions. 
In all the items of management skills dimension, the management teams perceive 
themselves as doing these element more efficiently than their subordinates or superiors 
and recognise that their superiors do the same element more than their subordinates. 
But they rate their subordinates' decisions making and communicating ideas higher 
than their superiors even if the information needed is not complete. 
As mentioned in chapter four, in fifteen items out of seventeen the difference between 
the perceptions are significant with p<0.05 (Table 4.44). 
Leadership Activities Dimension: 
This research shows that management teams in higher education in Bahrain are very 
successful in building a strong base using people with influence and power to achieve 
the goals of the institution. In other words, they believe in political models in 
managing higher education institutions. 
At the same time, very few administrators deal with the faculty members 
in a 
collegiate models, by encouraging them to do research and to participate 
in the 
relevant professional conferences. Moreover they are open to 
ideas when they 
encourage the faculty members to participate in the 
decision making process. 
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Equally, this research reveals that management teams also adopt formal models in 
managing these institutions. They believe in a clear structure and chain of command 
by setting specific measurable goals to be achieved with a higher level of professional 
firmness and without allowing any social activities to influence their responsibilities. 
The research also reveals that the management teams have other leadership activities. 
For example, they claim that they think clearly and logically and consider themselves 
highly imaginative and creative, having the ability to negotiate successfully and to 
mobilise people to get things done. At the same time they also perform academic and 
administrative duties. 
In most of the elements the management team attribute the leadership elements to 
themselves, while their superiors come next followed by their subordinates. As 
mentioned in chapter four, twelve items out of seventeen are significantly different 
perceptions with p<0.05 (Table 4.63). 
Based on the questionnaire analysis, a system to evaluate the performance of the 
administrators of higher education in Bahrain should be considered. This would 
employ self, - subordinates and superiors as appraisal criteria. It is reasonable to 
suggest the following evaluation models (model 6.1 and model 6.2) for the 
management teams 11 performance taking in to consideration the three models of 
management eories. 
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Formal Political Democratic 
Models Models Models 
.4 IN. 
CEIMR- ý 
PERSONS 
) 
Model 6.1 Framework model of evaluation. 
Deans 
of 
Colleges 
zý , 00 
Chairs Heads 
of of 
Departments) Prograr(imps 
Faculty 
Members 
Model 6.2 Model for downwards and upwards evaluation. 
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The literature has indicated that the evaluations of the managers' performance in 
higher education are frequently made by superiors and to a lesser extent by 
subordinates. Self rating of performance has also been shown as potential useful, 
however there is an argument for its use in the evaluation process. 
On the one hand Heneman (1974) concludes that self rating possessed less leniency, 
restriction of range (less variability), and halo error (i. e. having a higher mean) than 
did superiors' ratings. 
Nowack (1992) also found only modest agreement between self and others' ratings 
supporting Klimoski and London (1984) and Harris and Schaubroeck (1988). 
Holzback (1978) suggests that peer rating possesses more comparability with 
superiors' ratings than self ratings. 
On the other hand, Lawler (1967) confirms that the best rater of any manager would 
be his superior, his peers, his subordinate and the manager himself. He argues that 
each of these raters has an adequate view of the manager's performance. 
self-ratings are relevant because the individual's self-perceptions are important 
determinants of his future behavior, in addition to the fact that he probably 
has more information about his own behavior than anyone else. 
(Lawler 1967: 37 1) 
While Huber (1991) admitted that there is a bias in self appraisal, but it is not as great 
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as it has been assumed. 
At the same time the study of Somers and Birnbaum (1991) provides some support 
for the use of self appraisal in conjunction with supervisors' rating in performance 
appraisal. 
In any case the rater is more important than the rating technique, and the larger 
number of competent raters employed, the greater is the resulting validity (Bayroff et 
al 1954). 
The literature in educational administration is influenced by the belief that higher 
education institutions are formal organisation (Sergiovanni 1992). This assumption has 
been confirmed by McElwee (1992) when he states that "higher education appears to 
becoming more, not less, bureaucratic in nature" ( p. 19 1). 
Based on finding of the interviews, the management in higher education institutions 
in Bahrain in some respects resemble other formal organisations. This means that 
these institutions are subject to same theories that have developed to explain the 
common elements of management of formal organisation. 
The common feature of the formal models are that they deal with the organisation as 
a system where the departments are related to each other, and have tight hierarchical 
authority through the organisation chart and goals which are accepted by the faculty 
members. The decision making process is made through a rational process and the 
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authority of the leaders is practised as result of their position. 
This formal relationship has been illustrated in 80 percent of the respondents who 
indicated that the missions of the institution are clearly stated and they also indicated 
that they follow the hierarchical chain of commands. 
In contrast to this, higher education institutions do not totally conform to the rational 
model of organisation. They often argue vociferously over their goals and purposes. 
Therefore, higher education is not subject to well-defined boundaries and that is why 
colleges and universities cannot function in a pure bureaucracy (McCarty and Reyes 
1987). 
This could possibly lead to adoption of the political model in their management. This 
model emphasises the existence of interest groups, the power structure, allocation of 
resources and existence of conflicts. 
These feature have been confirmed by 59 percent of the respondents who indicated 
that the interest groups are involved in decision malcing process. In addition 58 
percent indicated that the institution has insufficient rules and regulations and 52 
percent indicated too much "string pulling" when a decisions are to be made. 
Based on the interviews and DCA analysis it is clear that management teams in higher 
education in Bahrain are far from utilising the collegiate model in resolving the 
problems in their institutions. Instead they are heavily utilising the political models 
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as well as the formal models. These results confirm the assumption stated in chapter 
one regarding the management of higher education in Bahrain. 
Therefore, the university management model (model 6.3) is suggested as generally 
appropriate to regional requirements subject to modification according to the particular 
circumstances of the specific university. 
To implement this model, the cultural context of higher education in Bahrain, which 
is characterised by personal autocracy and little enthusiasm for reform of should be 
considered. 
It is, therefore advisable to start in one of the institution by forming more than one 
committee to look into each concept stated in this model and to suggest practical 
solutions to make: the mission of the institution and the responsibility of the 
management team need to be more defined; planning, delegation, evaluation and 
decision-making need to be more effective; resources should be better spent; at the 
same time efforts should be made to reduce the influence of informal groups and to 
reduce the sources of conflicts. 
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Model 6.3 Ideal management model. 
I- Mission 2- Responsibility 
3- Communication 4- Planning 
5- Delegation 6- Evaluation 
7- Decision Making 8- Resources 
9- informality 10- Conflicts 
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Section Two: 
RECOMMENDATIONS; 
Recognising the existing restrains on higher education in Bahrain, and understanding 
that there are unlikely to be sufficient resources of either staff or teaching facilities 
to allow any major development of higher education management, the following 
recommendations are proposed to be discussed and implemented in each institution of 
higher education in order to develop educational management. 
I- Development and Implementation of Management Courses: 
Peeke (1989) states that only one third of his respondents had have formal 
management training. Likewise this research reveals that 70 percent of the 
management team have indicated that they did not attend any normal training in 
management. Therefore, the managers in higher education need to be offered 
development opportunities to ensure that they feel confident when planning, 
communicating, delegating, decision making, evaluating and being aware of their 
responsibilities 
Establishing such programmes for administrators could lead to significant 
improvements in the field of higher education in Bahrain to help the management 
teams understand the significance of their role in the process and to develop key 
administrators who would develop core leadership and team development. 
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Training courses should be held more frequently to provide the management teams 
with theoretical and practical aspects of management. 
Moreover, the administrators should learn that the decisions concerning the direction 
of the institution ought to be taken democratically and should reached on basis of 
maximum information and understanding. 
This recommendation has been based on the analysis of the interviews and DCA. 
2- Development and implementation of a system for Evaluation of the 
performance of the managers: 
There is a need for a clearly defined mission to avoid confusion, lack of direction and 
serious loss of time and resources as well as a the need to redefine the duties and 
responsibilities of the each individual within the management team to ensure better 
accountability. 
A properly effective upwards and downwards evaluation system (model 6.2) is needed 
to evaluate the management team performance in higher education. 
The evaluation system should be as thorough as possible, and the management team 
should be evaluated in all their responsibilities. Performance measures which are 
accurate and factual should be used. Moreover the system and the measurement 
technique it uses should be meaningful in measuring individual control. 
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Above all, this evaluation system should be viewed as a process to improve the 
performance of individuals and the entire educational system rather than focusing on 
inadequate performance which is reprimanded. 
Regular evaluation of management enhances the ability of members to communicate 
with each other and with their subordinates. These subordinates should know 
specifically what is expected of them for proper monitoring and supervision. bearing 
in mind that management skills are often multidimensional and hard to define, and 
therefore the performance of the manager is difficult to quantify. But with this system 
they will be able not only to measure their success or shortcomings, but also to see 
whether they are making decisions as a team and realising the benefits of team 
organisation. 
The uniqueness of each institution should be considered and the disadvantages of a 
centralised system should be minimised to achieve the specific objectives of academic 
departments. Therefore, the performance management process needs to be developed 
by each institution individually. 
The researcher feels that management in higher education in Bahrain could profitably 
use the finding of this study (questionnaire, interviews and DCA) as a guide when 
evaluating their effectiveness. 
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3- Further research: 
The research has attempted to study management of higher education in Bahrain. Its 
findings, however, cannot claim to be exhaustive. This study should therefore be 
repeated at other higher education institutions within Gulf Cooperation Council in 
order to help develop a broader picture of higher education in the region. 
The comparisons would be important for further developments. 
In the United Kingdom a study of higher education for the next twenty years has been 
stated under Sir Ron Dearing. It will use such criteria as purpose, shape, structure, 
size and funding of higher education in its final report which is due by 1997. Its 
finding, together with the finding of this research, may be appropriate as a basis for 
further study of higher education in Bahrain. 
Implementation of these recommendation will also result in: 
Relationships between people in the organisation will be more honest and open (if the 
evaluation is done fairly and openly). The administrators will also feel less isolated 
and misunderstood. 
Many factors contribute to differences between education institutions, but the nature 
and style of management, which are the central consideration in distinguishing 
between successful and less successful institutions, will be improved by implementing 
this evaluation system. 
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At the present, higher education institutions need talented, well prepared leaders at all 
levels. With this age of continuous change managers' attention can easily be 
dominated by external demands, conflict management and short term defensive 
strategy. Therefore it is necessity to implement an evaluation system in order to keep 
the institution's policies and procedures relevant and up to date. 
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Reflection on the research: 
After working for more than five years as division chairman in one of the higher 
education institutions in Bahrain, I found that the faculty members with whom I work 
did not tell me how they felt about my administrative quality. I wished that one day 
they would evaluate my performance in addition to my superior. 
This experience led me to think of developing a scheme or a model to enable the 
administrators to know where they stand about their ability to manage and to be 
successful. bearing in mind that most of these administrators have been appointed 
from academic faculty with little or no administrative experience. 
The task was extraordinarily difficult and could not be done without understanding the 
fundamentals of management and careful preparation. 
In order to do it I came to the University of Surrey to research the subject of higher 
education management. After a preliminary literature search I found that a 
combination of evaluation processes utilising self, subordinate, and superior ratings 
has considerable advantages over the other evaluative techniques and processes. 
These techniques could promote managerial competence in order to achieve the 
institutional objectives; provides a wealth of information about the individual and the 
organisation; reduces the impact of any single biased rating; and provides a measure 
of integrated perception among different people in the institution through the 
availability of a large number of individuals who can qualify as raters because of their 
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particularly good opportunities for observation. 
During my study I went to Bahrain on two occasions, the first was to collect the data 
needed for the research, the other was to allow the chairpersons who were interviewed 
to reflect on the suggested management models. 
The first visit: 
On this visit I administered the questionnaire as a first step and then conducted the 
interviews for the faculty members in two institutions who were agreed to participate 
in this study. A third institution refused. 
I chose to collect the data necessary for this study using a mail questionnaire because: 
It is possible to contact large numbers of subjects in more locations and ask them 
to contribute. 
More truthful responses may be given leading to more reliability since 
confidentiality can be guaranteed. 
it is more economical in terms of time and money. 
Questionnaires could be filled at any time convenient to the respondents without 
influence ftom any body else. 
It decreases the social desirability bias. 
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The research instrument was used employing close-ended type questions. These close- 
ended questions are the most frequently used when developing a research 
questionnaire. 
The advantages of this type of questions or scale responses are: 
The responses are restricted to stated alternatives, where the respondent has to find 
the most appropriate answer. 
They are suitable for attitude and belief answers. 
They are ideal for determining degree of involvement and frequency of 
participation. 
They are easier to analyse and to code. 
They are less demanding of time for the respondent to complete. 
They are appropriate to questions of a sensitive or private nature. 
in general a close-ended question could be used when the respondent was informed 
about the issues to obtain a reaction to specific aspect of the matter and an indication A 
of how strong his/her opinions are. 
When the results were initially analysed I conducted the personal interviews with the 
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management teams who agreed to take part in the interview sessions to obtain further 
data for this research and to clarify the conceptual understanding of the respondents. 
The interview as a research method is appropriate when evaluating hypotheses, 
opinions or identifying relationships; measuring the respondent's knowledge or 
information, his/her values and preferences, or his/her attitudes and beliefs. The 
interview may also be used in conjunction with other methods to follow up unexpected 
results, validate another method, or profoundly investigate an issue. 
I used a semi-structured interviews method to obtain the required data. This method 
gives more freedom to the interviewer to make modifications. 
The other two methods which could be used are: 
The structured interview, where content and wording of the questions and 
procedures are organised in advance, and where, using the interview schedule, the 
interviewer has little freedom to make modification. 
The non-structured which is not only in conversational style, but where, also, the 
interviewer has no control over the direction of the interview. 
Neither structured nor non-structured interviews were seen as appropriate for this kind 
of research. 
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The semi-structured interviews were used with open-ended type questions to allow 
respondents to develop their answer in their own words, and therefore the required 
information was expressed by them freely and without bias from the researcher. 
This stimulates thought, brings out suggestions, clarifies the position, encourages 
cooperation and establishes rapport. 
To allow evaluation of what respondents really believe may result in unexpected 
answers which may lead to new hypotheses and exploration of detailed aspects of the 
issue by testing the limit of the respondent's knowledge. 
On the other hand open- ended questions may be misinterpreted by the researcher 
especially if the responses are ambiguous. They may be very demanding and may 
cause embarrassment for the respondent. They may not be easy for statistical analysis. 
They are also time consuming for both the respondent and the researcher. 
The use of qualitative description of situation and context by the respondent was 
adopted because it could refer to more general ideas, instead of the more specific ones 
developed to deal with management process. 
This method of interview is characterised by the following features: 
it provides flexibility, where a question can be repeated and explained when the 
respondent does not understand its meaning, when the response seems incomplete 
or not entirely relevant, and where additional information can be obtained by the 
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interviewer. As a result the respondent has to answer to all questions which have 
been asked. 
It provides good opportunity to ask questions; and greater depth of the responses can 
be achieved since the interviewer has control over the order of the questions. 
Information giving an overall view of an organisation's structure and policies as well 
as its relationship with other organisations can be sought by the interviewer. 
At the same time the interviews are vulnerable to subjectivity and bias on the part of 
interviewer; are more expensive and time consuming; can reach only a limited 
number; are limited in overall reliability; and are perceived with suspicious by the 
mterviewee. 
Dynamic Conceptual Analysis (DCA): 
The DCA was used to give information about the respondents' views concerning the 
concepts in question. 
By using DCA an information structure could be built and then could be used both for 
general and individual descriptions. 
Observation is another method which could be used in this situation. 
These observation methods are the key to understand those forces of power and 
influence, both inside and outside the institution. 
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This method seems simple and straightforward, yet evidently it is not. There is much 
controversy and debate about observation and methods of observation. And therefore 
was not used with this research for the following reasons: 
1- The observer: 
The major problem of behavioural observation is the observer himself. The basic 
weakness of the observer is that he can make quite incorrect inference from 
observations. A another problem is that the observer can affect the subject" 
observation simply by being part of the observational situation. 
2- The person being observed: 
The person being observed would not feel comfortable being watched for long time; 
moreover observing a person with authority is not common in Bahrain. 
3- Validity and reliability: 
When an interpretative burden is put on the observer, the validity and reliability may 
suffer- the greater the burden of interpretation, the greater the validity problem. 
Film and tape records can help to achieve very high validity and reliability but it is 
necessary to define fairly precisely and ambiguously what is to be observed. 
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Second visit: 
I went to Bahrain to get feedback on the management models which I suggested for 
both higher education institutions. 
The models and their description were discussed with six chairpersons to determine 
their validity. 
Two chairpersons from institution A agreed that the model and the descriptions were 
representative of the institution, while the third chairperson was not certain about the 
issue. 
As for institution B, only one chairperson agreed with the model, another disagreed, 
while the third refused to comment on the basis that this issue was sensitive one. 
In conclusion, three chairpersons agreed with the models and their description; one 
disagreed and two had no opinions on the issue. 
Within the context of the culture of higher education in Bahrain which is heavily 
affected by personal autocracy as well as by the sensitivity of the subject, the 
reluctance of the respondents to express their views freely are understandable. 
And therefore it is difficult to know what are in the management teams' mind at this 
stage, and the only way of knowing about their opinions and belief is to put these 
models into practice. 
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During my visits to Bahrain, I have restricted myself from influencing the respondent 
in one way or another despite what I have learned from the western culture. 
This allows the criticism of the issues under discussion and negotiation between the 
parties involved. 
Although I know some of the respondents in one of the institutions which helped me 
to communicate more easily with them in an informal manner, this did not affect the 
study in any way. And my behaviour would not have changed even if I had not 
known them, as was the case with the other institution. 
The third institution: 
The refusal of the third institution to allow me to conduct the study was unexpected 
to me and unjustified on their part, particularly after all the contact and discussion 
with the officials which had lasted for more than three months. 
It was obvious that they were determined to refuse my proposal even after I made it 
clear that the purpose was purely for research, and that the identification of any 
institution would not be revealed in the analysis stage or the final report. 
I even suggested that we could discuss the content of the questionnaire item by item, 
and I expressed my willingness to accommodate reasonable changes to any item which 
seemed sensitive to the institution. 
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The refusal of this institution could be due to one or all of the following explanations: 
A- This institution is very large with a large number of faculty members, and the 
management do not know how their faculty members will respond to the questionnaire 
and hence they do not want to take any chances. 
B- The second reason is that they might think that this issue is a very sensitive one 
and should not be pursue by a researcher from outside the institution. 
C- The third is that the management team of this institution might feel that they are 
not competent to manage and therefore they do not want anybody to know about their 
weaknesses. 
D- The fourth is that the concept of evaluating the administrators in any institution is 
not acceptable organisationally or culturally. 
The implementation of the suggested models for Bahrain: 
Most administrators prefer the traditional confidential evaluation interview with their 
superior. Given the threatening nature of evaluation and the ambiguous state of the 
art that sometimes results in unfair judgement, this preference is understandable . It 
is possible and desirable, however to base evaluation of an administrator on traditional 
line relationships as well as on several additional sources of information . There 
is 
every reason to believe that utilisation of a variety of possible sources for evaluation 
information will result in fairer judgement. 
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Recognising the need for performance systems that are rationally related to 
institutional purposes, an evaluation system model as well as a management model 
were presented in this study in order to develop the work of the management in higher 
education institutions in Bahrain. 
Resistance to adopt any kind of improvement measures is a major threat to the 
introduction of such models. People resisting change may raise issues or create 
problems to occupy an institution's time and attention. The usual reasons for opposing 
change are expediency, maintenance of the status quo or the hiding of incompetence. 
Therefore, the management model suggested in this study is essential for these 
institutions. But it might take a very long time before the higher authorities in higher 
education agree that the proposed models could be implemented. However, taking 
account of all the constraints mentioned, I will attempt to implement these two models 
in one division which I am responsible for on my return to Bahrain. 
I will make it quite clear that these models are for experimental purposes and that no 
one will be harmed as result of them, in order to persuade them to contribute to the 
discussion. 
I will also make it clear that this experiment will be carried out using all or some of 
the items in the questionnaire, and that the results will be then compared with the use 
of the existing system. 
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In the case of the management model, I do not anticipate any rejection of the process 
from the division faculty. I will consult the division faculty members about the best 
way to discuss each of the concepts stated in this study (mission, responsibility, 
communication, planning, delegation, evaluation, decision making, informality, 
resources and conflicts). 
This issue could be discussed either by forming one committee to tackle all of the ten 
management concepts in terms of institutional strengths and weaknesses in each 
concept, and the way in which the division could be developed; or 
by assigning each concept to a committee to discuss it thoroughly and report the 
finding to the division council for further discussion, approval and implementation. 
The process will be monitored very closely to determine any changes in the type of 
work in the division as well as the attitude of the heads of the programmes and faculty 
members. 
I have an optimistic view of what I can achieve within Bahrain higher education as 
a result of my study. 
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Your code 
QUESTIONNAIRE ON 
PERCEPTIONS OF FACULTY AND MANAGEMENT TEAMS 
TOWARDS THE MANAGEMENT ROLES IN HIGHER EDUCATION 
This questionnaire deals with your perception about YOURSELF: About your 
SUBORDINATE; And about your SUPERIOR. Please respond as accurately and 
honestlY as possible to each item of the following- 
If the item is not applicable to you, please write N. A. 
I- FACULTY RELATIONSHIP: 
This section of the questionnaire deals with the management teams' 
relationship activities. 
Please circle number "1" for NEVER, "2" OCCASIONALLY, 
"3" SOMETIMES, "4" OFTEN, OR "5" ALWAYS. 
In responding to each item describing- 
A, Yourself as Dean, Chairperson of department/division or Head of 
programme/section-, 
B, Your subordinate, such as Chairperson of department/division, Head of 
programme/section, or faculty member; and 
C, Your superior, such as Dean (or if you are a Dean, those to whom you 
report), Chairperson of department/division, or Head of programme/ 
section. 
260 
REMINDER: 
NEVER OCCASIONALLY SOMETIMES OFTEN ALWAYS 
12345 
A YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
To what extent do you think that you, your subordinate, or your superior: 
I- provide(s) maximum support and A ... 
12345 
assistance to the faculty. 
B 
... 
12345 
C 
... 
12345 
2- are (is) sensitive to faculty A 1 2 3 4 5 
feeling and understand their 
relative level of concern about B ... 
1 2 3 4 5 
issues and problems. 
2 3 4 5 
3- are (is) able to be honest and A ... 
1 2 3 4 5 
sincere, always able to keep 
your (his/her) word. B ... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
4- are (is) able to help the faculty A .. .1 
2 3 4 5 
to become better teachers. 5 
C 
.. .1 
2 3 4 5 
5- do (does) everything to keep A .. .1 
2 3 4 5 
faculty morale high. 5 B 1 2 3 4 
C 
.. .1 
2 3 4 5 
6- maintain(s) collaborative A .. .1 
2 3 4 5 
relationship with faculty. 4 5 B 1 2 3 
C. .. 
1 2 3 4 5 
7- are (is) able to do everything A. .. 
1 2 3 4 5 
possible to avoid or decrease 4 5 
unnecessary conflict between B. .. 
I 2 3 
faculty members. C 1 2 3 4 5 
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REMINDER: 
NEVER 
1 
OCCASIONALLY 
2 
SOMETIMES OFTEN ALWAYS 
345 
A YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
8- give(s) personal recognition 
for work well done. 
9- encourage(s) faculty to talk to 
you (him/her) whenever possible. 
10- are (is) very helpful and 
responsive to others. 
A.. .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
A.. .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
A.. .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
2- MANAGEMENT SKILLS: 
This section of the questionnaire deals with the management teams' skills. 
Please circle number "I" for NEVER, "2" OCCASIONALLY, 
"3" SOMETIMES, "4" OFTEN, OR "5" ALWAYS. 
In responding to each item describing: 
A, Yourself as Dean, Chairperson of department/division or Head of 
programme/section-, 
B, Your subordinate, such as Chairperson of department/division, Head of 
programme/section or faculty member, and 
C, Your superior, such as Dean (or if you are a Dean, those to whom you 
report), Chairperson of department/division, or Head of programme/ 
section. 
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REMINDER: 
NEVER OCCASIONALLY SOMETIMES OFTEN ALWAYS 
12345 
IA 
YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
I 
1- You are (he/she is) skillful in A 1 2 3 4 5 
delegating authority and 
responsibility to department/ B ... 
1 2 3 4 5 
division chairperson, head of 
programmes/section, or C ... 
1 2 3 4 5 
administrators reporting to you 
(him/her). 
2- Implement(s) programmes as planned A ... 
1 2 3 4 5 
at proposed time. 
B 1 2 3 4 5 
C 
... 
1 2 3 4 5 
3- Keep(s) information flowing A ... 
1 2 3 4 5 
between faculty members and 
support staff. B .. .1 
2 3 4 5 
C 
.. .1 
2 3 4 5 
4- Do(es) an outstanding job in A .. .1 
2 3 4 5 
recruitment of new faculty 5 members. B .. .1 
2 3 4 
C 
.. .1 
2 3 4 5 
5- Make(s) appropriate decisions A .. .1 
2 3 4 5 
most of the time. 1 2 3 4 5 
C 
.. .1 
2 3 4 5 
6- Find(s) it very difficult to make A .. .1 
2 3 4 5 
appropriate decisions due to lack 2 3 4 5 of information. B 1 
C. .. 
1 2 3 4 5 
7- You (he/she), as group leader, are A. .. 
1 2 3 4 5 
(is) skillful in helping the group 3 4 5 to solve its problems. 1 2 
C. 
.. 
1 2 3 4 5 
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REMINDER: 
NEVER OCCASIONALLY SOMETIMES OFTEN ALWAYS 
12345 
IA 
YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
I 
8- Always ask(s) for more details A 1 2 3 4 5 
before taking any decision. 
B 
... 1 
2 3 4 
C 
... 
1 2 3 4 
9- Always consult(s) the faculty A ... 
1 2 3 4 
members in setting your (his/her) 
agenda. B ... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
10- Recommend(s) promotion of faculty A ... 
1 2 3 4 5 
according to their performance. 
B 
... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
11- Your (his/her) communication is A ... 
1 2 3 4 5 
always clear and your (his/her) 
meaning is understood when B ... 
1 2 3 4 5 
communicating ideas. 
5 
12- Demonstrate(s) skill in planning A ... 
1 2 3 4 5 
your (his/her) college/department 
affairs. B ... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
13- Act(s) promptly and decisively when A .. .1 
2 3 4 5 
most of the facts are available and 
decisions are needed. B .. .1 
2 3 4 5 
C 
.. .1 
2 3 4 5 
14- Have (has) the power to terminate A .. .1 
2 3 4 5 
a faculty member contract. 
1 2 3 4 5 
C 
.. .1 
2 3 4 5 
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REMINDER: 
NEVER OCCASIONALLY SOMETIMES OFTEN ALWAYS 
12345 
A YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
15- Can be counted upon to represent A 1 2 3 4 5 
accurately the concern of the 
faculty to higher authority (dean, B .. .1 
2 3 4 5 
board of education, president, or 
board of trustees). C .. .1 
2 3 4 5 
16- Have (has) a very good manipulating A .. .1 
2 3 4 5 
skill to bring the group together. 
5 
C 
.. .1 
2 3 4 5 
17- Always present(s) quality argument A .. .1 
2 3 4 5 
in support of facts when solving 
problems. B .. .1 2 3 
4 5 
C 
.. .1 
2 3 4 5 
3- LEADERSHIP ACTIVITIES: 
This section of the questionnaire deals with the management team's leadership 
activities. 
Please circle number "1" for STRONGLY DISAGREE, "2" DISAGREE, 
"3" UNDECIDED, "4" AGREE, OR "5" STRONGLY AGREE. 
In responding to each item describing- 
A, Yourself as Dean, Chairperson of department/division or Head of 
programme/section-, 
B, Your subordinate, such as Chairperson of department/division, Head of 
programme/section or faculty member, and 
C, Your superior, such as Dean (or if you are a Dean, those to whom you 
report) Chairperson of department/division, or Head of programme/ 
section. 
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REMINDER: 
STRONGLY DISAGREE DISAGREE UNDECIDED AGREE STRONGLY AGREE 
12345 
A YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
I- Perform(s) academic duties in an A 1 2 3 4 5 
outstanding way ti. e present(s) 
lectures, conduct(s) department B ... 1 2 3 
4 5 
workshops and conferences). 
4 5 
2- You are (he/she is) very successful A ... 1 2 3 
4 5 
in building a strong base using 
people with influence and power to B ... 1 2 3 
4 5 
support your (his/her) case. 
2 3 4 5 
3- Show(s) high level of professional A ... 1 
2 3 4 5 
firmness when faced with difficult 
situation. B .. .1 
2 3 4 5 
C .. .1 
2 3 4 5 
4- Think(s) very clearly and A .. .1 
2 3 4 5 
logically. 
B 1 2 3 4 5 
C .. .1 
2 3 4 5 
5- Set(s) specific measurable goals A .. .1 
2 3 4 5 
and hold(s) people accountable 
for results. B .. .1 
2 3 4 5 
C .. .1 
2 3 4 5 
6- Encourage(s) faculty to participate A .. .1 
2 3 4 5 
in regional and international 2 3 4 5 conferences. B 1 
C. .. 1 
2 3 4 5 
7- Have (has) ability to mobilise A. .. 1 
2 3 4 5 
people and resources to get B 1 2 3 4 5 things done. 
C. .. 1 
2 3 4 5 
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REMINDER: 
STRONGLY DISAGREE DISAGREE UNDECIDED AGREE STRONGLY AGREE 
12345 
A YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
8- Allow(s) your (his/her) social A 1 2 3 4 5 
life to influence your (his/her) 
professional responsibilities. B ... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
9- Encourage(s) faculty research. A ... 
1 2 3 4 5 
B... 1 2 3 4 5 
C 
... 
1 2 3 4 5 
10- Belleve(s) in the influence of A ... 
1 2 3 4 5 
interest groups to achieve the 
goals of the college/department. B ... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
11- Believe(s) in a clear structure A ... 
1 2 3 4 5 
and chain of command. 
B 
... 
1 2 3 4 5 
C 
... 
1 2 3 4 5 
12- Your (his/her) ability to negotiate A ... 
1 2 3 4 5 
successfully is very high. 2 3 4 5 1 
C 
... 
1 2 3 4 5 
13- Believe(s) that informal contact A ... 
1 2 3 4 5 
influences the policies in this 2 3 4 5 institution. B .. .1 
C 
.. .1 
2 3 4 5 
14- Always open to new ideas and A.. .1 
2 3 4 5 
input especially during B 1 2 3 4 5 institutional change. .. . 
C 
.. .1 
2 3 4 5 
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REMINDER: 
STRONGLY 
1 
DISAGREE DISAGREE UNDECIDED AGREE STRONGLY AGREE 
1.2 345 
IA 
YOURSELF B YOUR SUBORDINATE C YOUR SUPERIOR 
15- You are (he/she is) highly 
imaginative and creative. 
16- Encourage(s) high level of 
participation and involvement 
in decision- making. 
17- Perform(s) administrative duties 
in an outstanding way. 
A.. .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
A. . .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
A. . .1 2 3 4 5 
B.. .1 2 3 4 5 
C.. .1 2 3 4 5 
4- YOUR INSTITUTION: 
This section of the questionnaire deals with your institution in general. 
Please circle number "1" for STRONGLY DISAGREE, "2" DISAGREE, 
"3" UNDECIDED, "4" AGREE, OR "5" STRONGLY AGREE. 
In responding to each item consider only yourself: 
I- You have general confidence in the 12345 
leadership of this institution. 
2- You believe in the value of committees 12345 
in influencing policy. 
3- You feel that the philosophy of 12345 
your college is clearly stated 
in the institution's documents. 
4- There are many informal groups 12345 
involved in decision making in 
this institution. 
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REMINDER: 
STRONGLY DISAGREE DISAGREE UNDECIDED AGREE STRONGLY AGREE 
1234 
-- 
5 
5- Your university/ college is one of the 12345 
most important aspects of your life. 
6- The college/ department has no 12345 
autonomy to plan its programmes 
without interference from the 
rest of the institution. 
7- You feel that the change in this 12345 
institution is very rapid. 
8- The influence of informal groups in 12345 
decision making is not very great. 
9- Your rol eis not expl I cl t due to 1 2 3 4 5 
insufficient rules and regulations 
in your university/ college. 
10- Your institution has too many 1 2 3 4 5 
rules and regulation. 
11- There is a fairly good balance between 1 2 3 4 5 
the needs of individual and the college/ 
university. 
12- You feel that the impact of this 1 2 3 4 5 
institution on the community is 
very high. 
13- There is too much "string pulling" 1 2 3 4 5 
in your institution. 
14- You feel that a very long time is 1234 
needed before proposals are, or 
anything else is, approved. 
15- You feel that your institution is 1234 
one of the best in the area. 
16- The goals and objectives of your 12345 
institution are clearly stated. 
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5-BACKGROUND INFORMATION: 
Your present academic rank is: 
1 PROFESSOR. 
2 -- --- ASSOCIATE PROFESSOR. 
3 -- --- ASSISTANT PROFESSOR. 
4 LECTURER. 
5 -- --- INSTRUCTOR. 
6 OTHER ------------- 
2- Highest degree earned: 
1 BACHELOR OR LESS, 
2 ----- MASTER. 
3 ----- Ph. D OR Ed. D. 
3- Your administrative position is: 
1 DEAN. 
2 ----- CHAIRPERSON OF A DEPARTMENT/DIVISION. 
3 ----- HEAD OF A SECTION/PROGRAMME. 
4 ----- NO ADMINISTRATIVE POSITION. 
4- How many years in this position? 
1 LESS THAN 2 YEARS. 
2 ----- 2-5 YEARS. 
3 ----- 6- 10 YEARS. 
4 ----- MORE THAN 10 YEARS. 
5- What is the amount of management courses you have attended in the 
last two Vears? 
1 NONE. Please list the topics of the courses: 
2 ----- 1- 15 HOURS. 
3 ----- 16 - 30 HOURS. 
4 ----- 31 - 45 HOURS. 
5 ----- 46 - 60 HOURS. 
6 ----- MORE THAN 60 HOURS. 
6- Which institution are you working in? 
1 UNIVERSITY OF BAHRAIN. 
2 ----- ARABIAN GULF UNIVERSITY. 
3 ----- COLLEGE OF HEALTH SCIENCES. 
How long have you been in this institution? 
1 LESS THAN 2 YEARS. 
22-S YEARS. 
3 ----- 6- 10 YEARS 
4 ----- 11 - 15 YEARS. 
5 ----- MORE THAN 15 YEARS. 
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8- About what percentage of your working time do you estimate that 
you spend in non- teaching activities (research, consultation, and 
administration)? 
0- 10,0- 
0 
2-- --- 11 - 2 5'; ý6 
3-- ---26 50 --. 
4 -- --- 51 75-. - 
5-- --- 76 100'-. - 
9- Number of professional conferences attended in past 12 months: 
1 NONE. 
2 ----- 1 CONFERENCE. 
3 ----- 2 CONFERENCES. 
4 ----- 3 CONFERENCES. 
5 ---- MORE THAN 3 CONFERENCES. 
10- Number of papers presented during the last two Vears at 
professional conferences: 
1 NONE. Please list the titles of the paper (s) 
2 ----- 1 PAPER. 
3 ----- 2 PAPERS. 
4 ----- 3 PAPERS. 
5 ----- MORE THAN 3 PAPERS. 
11- What is your gender? 
I MALE. 
2 ----- FEMALE. 
12- What is your age group? 
1 30 YEARS OR UNDER. 
2 --- -- 31 - 40 YEARS. 
3 -- --- 41 - 50 YEARS. 
4 -- --- 51 YEARS OR OVER. 
13- What is your nationality? 
1 BAHRAINI. 
2 ----- NON- BAHRAINI. (Please specify) 
SUGGESTIONS AND COMMENTS: 
THANK YOU FOR YOUR PARTICIPATION AND ASSISTANCE. 
APPENDIX 13 
Permission I&uers 
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STATE OF BAHRAIN 
MINISTRY OF HEALTH 
COLLEGE OF HEALTH SCIENCES 
AND KANOO CENTER FOR 
CONTINUING EDUCATION 
5/10/1994 
Dr. Ibrahim Al Hashimi 
President 
University of Bahrain 
State of Bahrain 
Dear Dr. Al Hashimi 
, 
272 
Ji 
a: IJ y L4= ýýj 
As a postgraduate student in the Department of Educational Studies at the 
University of Surrey, I am conducting research on the perceptions of faculty 
and management teams towards the management roles in higher education in 
Bahrain. 
The literature in educational administration confirms the importance of 
management teams' roles in higher education institutions. And to maintain the 
success of the management teams the literature also suggests that their 
performance be assessed. This study will investigate the similarities and 
differences between the perceptions of the deans, chairpersons of department 
and heads of sections about themselves, their subordinates and their 
superiors, and faculty members about their superiors. 
In order to obtain the essential data for my research I would like to send the 
enclosed questionnaire to all College Deans, Department Chairpersons, Section 
Heads and a 10 percent random sample of faculty members in the University of 
Bahrain. This questionnaire will take approximately 20 to 30 minutes to 
complete. I would also like to conduct interviews with randomly selected 
Deans, Chairpersons, and Heads. I would be most grateful if you grant me 
permission to administer the questionnaires and conduct the interviews. As you 
will appreciate, they will provide important information that is likely to be 
of benefit to the development of higher education in Bahrain. 
Please note that although the questionnaire is coded, this is to simplify the 
follow-up procedure for unreturned questionnaires. This code number will be 
deleted before the analysis of data and all information gathered will be 
treated confidentially and at no time revealed. 
Finally, would it be possible for you to nominate a member of your staff that 
I could contact about any day to day issues that might arise. 
Your cooperation is highly appreciated. 
Thank you and best regards. 
Yours sincerely, 
Hassan Aljarood 1 
College of health Sciences 
P. O. Box 12 
Js: t) 
Li A0NN0N r-N y0T -k Y: -i-, La 
rkny ip MANIAMA. TELEPHONE 252612/251360 TLX: 8511 HEALTH BN FAX: 252569 
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Manama 
Bahrai n 
cc: Dr. John Hobrough Supervisor 
Dr. Joan Paý, nell Supervisor 
Department of Educational Studies 
University of Surrey 
STATE OF BAHRAIN 
MINISTRY OF HEALTH 
COLLEGE OF HEALTH SCIENCES 
AND KANOO CENTER FOR 
CONTINUING EDUCATION 
5/10/1994 
J- '\ 4__ 
ýk. 
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4Lý I ýLý 
S 
Dr. Abdulla Mobarak A]-Refai 
President 
Arabian Gulf University 
State of Bahrain 
Dear Dr. Al -Refai , 
As a postgraduate student in the Department 
University of Surrey. I am conducting research 
and management. teams towards the management 
Bahrain. 
of Educational Studies at the 
on the perceptions of faculty 
roles in higher education in 
The literature in educational administration confirms the importance of 
management teams' roles in higher education institutions. And to maintain the 
success of the management teams the literature also suggests that their 
performance be assessed. This study will investigate the similarities and 
differences between the perceptions of the deans, chairpersons of department 
and heads of sections about themselves, their subordinates and their 
superiors, and faculty members about their superiors. 
In order to obtain the essential data for my research I would like to send the 
enclosed questionnaire to all College Deans, Department Chairpersons, Section 
Heads and a 10 percent random sample of faculty members in the Arabian Gulf 
University. This questionnaire will take approximately 20 to 30 minutes to 
complete. I would also like to conduct interviews with randomly selected 
Deans, Chairpersons, and Heads. I would be most grateful if you grant me 
permission to administer the questionnaires and conduct the interviews. As you 
will appreciate, they will provide important information that is likely to be 
of benefit to the development of higher education in Bahrain. 
Please note that although the questionnaire is coded, this is to simplify the 
follow-up procedure for unreturned questionnaires. This code number will be 
deleted before the analysis of data and all information gathered will be 
treated confidentially and at no time revealed. 
Finally, would it be possible for you to nominate a member of your staff that 
I could contact about any day to day issues that might arise. 
Your cooperation is highly appreciated. 
Thank you and best regards. 
Yours sincerely, 
Hassan Aljaroodi 
College of health Sciences 
P. O. Box 12 
ý-, -A0NN: _, 
ý 
-Y0NrA- 
ANT /Y0Y : -i:; 
P. 0. BOX 12, MANAMA, TELEPHONE 252612/251360 TLX. 8511 HEALTH BN FAX: 252569 
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Manama 
Bahrain 
cc: Dr. John Hobrough Supervisor 
Dr. Joan Parnell Supervisor 
Department of Educational Studies 
University of Surrey 
-c) '\ _»__) OI/AIL- ý, Jl Ljr-%Il4lr-Allj 
MINISTRY OF HEALTH 
COLLEGE OF HEALTH SCIENCES 
AND KANOO CENTER FOR 
CONTINUING EDUCATION 
5/10/1994 
Dr. Faisal Al Hamar 
Dean 
College of Health Sciences 
P. O. Box 12 
State of Bahrain 
Dear Dr. Al Hamer, 
A-, 'J 'y 
us= 
As a postgraduate student in the Department of Educational Studies at the 
University of Surrey, I am conducting research on the perceptions of faculty 
and management teams towards the management roles in higher education in 
Bahrain. 
The literature in educational administration confirms the importance of 
management teams' roles in higher education institutions. And to maintain the 
success of the management teams the literature also suggests that their 
performance be assessed. This study will investigate the similarities and 
differences between the perceptions of the deans, chairpersons of department 
and heads of sections about themselves, their subordinates and their 
superiors, and faculty members about their superiors. 
In order to obtain the essential data for my research I would like to send the 
encl osed quest-1 onnai re to Col 1 ege Dean, Department Chal rpersons, Secti on Heads 
and a 10 percent random sample of faculty members in the College of Health 
Sciences. This questionnaire will take approximately 20 to 30 minutes to 
complete. I would also like to conduct interviews with randomly selected 
Deans, Chairpersons, and Heads. I would be most grateful if you grant me 
permission to administer the questionnaires and conduct the interviews. As you 
will appreciate, they will provide important information that is likely to be 
of benefit to the development of higher education in Bahrain. 
Please note that although the questionnaire is coded, this is to simplify the 
follow-up procedure for unreturned questionnaires. This code number will be 
deleted before the analysis of data and all information gathered will be 
treated confidentially and at no time revealed. 
Finally, would it be possible for you to nominate a member of 
I could contact about any day to day issues that might arise 
Your cooperation is highly appreciated. 
Thank you and best regards. 
Yours sincerely, 
Hassan Aljaroodi 
College of health Sciences 
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P. 0. Box 12 
Manama 
Bahrain 
cc-. Dr. John Hobrough Supervisor 
Dr. Joan Parnell Supervisor 
Department of Educational Studies 
University of Surrey 
APPENDIX C 
questionnaire Cover Letter 
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279 
10/12/1994 
Dear participant, 
As a postgraduate student in the Department of Educational Studies at the 
University of Surrey, I am conducting research on the perceptions of the 
management teams and faculty members towards the management roles in 
higher education in Bahrain, and I am seeking your help with this study. 
In order to obtain the essential data for this study, it is very important that each 
questionnaire be completed and returned. Responding to this questionnaire 
should take less than 30 minutes of your time, but your participation is critical 
to the success of this study. 
I would be most grateful if you would complete the questionnaire and return it 
in the enclosed stamped addressed envelop by 20/12/94. 
The questionnaire contains a code number to allow an administrative check of 
any questionnaire not returned. This code number will be deleted before 
analysis of data. 
You may be assured that your responses will remain completely confidential 
and all questionnaires will be securely kept and destroyed when the study has 
been completed. 
If there is any query regarding the questionnaire please write or call me. 
Finally, I would like to take this opportunity to thank you for your cooperation. 
Yours Sincerely, 
c: 
Hassan AIjaroodi 
College of Health Sciences 
P. O. Box 12 
Manama 
Bahrain 
Tel. 255555 ext 5214 
Bleep. 396424 
APPENDIX D 
Follow up Utter 
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25/12/1994 
Dear participant, 
This is in reference to thi 
Faculty and Management 
Roles in Higher Education 
earlier. 
questionnaire on Perceptions o 
Teams Towards the Management 
in Bahrain which was sent to you 
Since your response to the questionnaire is very important 
to the study, you are kindly urged you to complete and 
return it as soon as possible. 
If there is any query regarding the questionnaire please 
write or call me. 
Finally, I would like to take this opportunity to thank you 
for your cooperation. 
Yours Sincerely, 
Hassan AIjaroodi 
College of Health 
P. O. Box 12 
Manama 
Bahrain 
Sciences 
Tel. 255555 ext 5214 
Bleep. 396424 
APPENDIX E 
Jnterview Permission Lette 
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25/2/1995 
Name and address 
Dear I 
As a postgraduate student in the Department 
University of Surrey, I am conducting research 
and management teams towards the management 
Bahrain. 
of Educational Studies at the 
on the perceptions of faculty 
roles in higher education in 
The literature in educational administration confirms the importance of 
management teams' roles in higher education institutions. And to maintain the 
success of the management teams the literature also suggests that their 
performance be assessed. 
This study will investigate the similarities and differences between the 
perceptions of the deans, chairpersons of department and heads of sections 
about themsel ves, thei r subordi nates and thei r superi ors, and f acul tY members 
about their superiors. 
Since you are occupying an important position in this institution, your 
participation in this study is very important to its success. For this reason 
I hope you will feel able to participate in an interview, conducted at your 
conveince, and lasting between 20 and 30 minutes. It would be very helpful if 
you allow me to tape recorded the interveiw. I can assure you that all 
information gathered will be treated confidentially and at no time will 
individual answers be revealed. 
Your cooperation is highly appreciated. 
Thank you and best regards. 
Sincerely Yours, 
Hassan Aljaroodi 
College of health Sciences 
P. O. Box 12 
Manama 
Bahrain 
cc: Dr. John Hobrough Supervisor 
Dr. Joan Parnell Supervisor 
Department of Educational Studies 
University of Surrey 
APPENDIX F 
Interview Pro 
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I- What is your title? 
2- Are your duties and responsibility defined adequately? 
What are they? 
3- What are the main problems facing you as Dean/Chairperson/Head? 
4- Are you informed and consulted when you should be? 
What you do when you are not consulted when you should be? 
Do you have access to your superior to talk things freely? 
Why is that? 
Is there a possible source of conflict between you andothers? 
What is your tactics to solve such conflicts? 
7- What could your superior do to help you to become better administrator? 
Do you think that there are any informal groups in your institution? 
How do they influence the decision- making process? 
286 
Do you hold regular meeting of your College/ Department/ Programme? 
10 
- What is good management for you? 
II- Do you follow any particular theory of management? 
Which one? 
12 - Do you see any need for evaluating the management teams in this 
institution? 
Why is that? 
13 - Are you satisfied with the evaluation (appraisal) system you use now? 
14 - What do you think of implementation of evaluation of management teams 
(Deans/Chairpersons/heads) by themselves, their subordinates and 
superiors? 
Why yes/not? 
15 - What do you suggest to improve the work of the 
Deans/Chairpersons/ 
heads? 
287 
16 - What is the mission of this institution? 
17 - What are your goals as a manager? 
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Interviewer No. 
Institution 
Dean 
Chairperson 
Head 
Date 
Interview Protocol 
Time 
APPENDIX G 
Statement of Concepts Relationships 
289 
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Concepts Relationship: 
1- Mission (defined - neutral - not defined): 
1/2 No direct relationship. 
1/3 The more effective communication, the more defined mission. 
1/4 The more planning activities, the more defined mission. 
1/5 No direct relationship. 
1/6 The more effective evaluation, the more defined mission. 
1/7 The more accurate the decision- making, the more defined mission. 
1/8 No direct relationship. 
1/9 No direct relationship. 
1/10 No direct relationship. 
2- Responsibility (defined - neutral - not defined): 
2/1 The more defined mission, the more defined responsibility. 
2/3 The more effective communication, the more defined responsibility. 
2/4 The more the planning activities, the more defined responsibility - 
2/5 No direct relationship. 
2/6 The effective the evaluation, the more defined responsibility. 
2/7 The more accurate the decision- making, the more defined responsibility - 
2/8 No direct relationship. 
2/9 The lesser influence of informal groups, the more defined responsibility. 
2/10 The lesser the conflicts, the more defined responsibility. 
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3- Communication (high - medium - low): 
3/1 The more defined mission, the more effective communication. 
3/2 The more defined responsibility, the more effective communication. 
3/4 The more the planning activities, the more effective communication. 
3/5 No direct relationship. 
3/6 The more the effective evaluation, the more effective communication. 
3/7 The more effective the decision- making, the more effective communication. 
3/8 No direct relationship. 
3/9 The lesser the influence of informal groups, the more effective 
communication. 
3/10 The lesser the conflicts, the more effective communication. 
4- Planning (high - medium - low): 
4/1 The more defined mission, the more effective planning. 
4/2 The more defined responsibility, the more effective planning. 
4/3 The more effective the communication, the more effective planning. 
4/5 No direct relationship. 
4/6 The more effective the evaluation, the more effective planning. 
4/7 The more effective the decision- making, the more effective planning. 
4/8 The more resources, the more planning. 
4/9 The lesser the effect of informal groups, the more effective planning - 
4/10 The lesser the conflicts, the more effective planning. 
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5- Delegation (high - medium - low): 
5/1 No direct relationship. 
5/2 The more defined responsibility, the more delegation activities. 
5/3 The more effective communication, the more delegation activities. 
5/4 No direct relationship. 
5/6 No direct relationship. 
5/7 No direct relationship. 
5/8 No direct relationship. 
5/9 The lesser influence of informal groups, the more delegation 
activities. 
5/10 No direct relationship. 
6- Evaluation (high - medium - low): 
6/1 The more defined mission, the more effective evaluation. 
6/2 The more defined responsibility, the more effective evaluation. 
6/3 The more effective communication, the more effective evaluation. 
6/4 The more the planning activities, the more effective evaluation. 
6/5 No direct relationship. 
6/7 The more effective decision- making, the more effective evaluation. 
6/8 No direct relationship. 
6/9 The lesser the effect of informal groups, the more effective 
evaluation. 
6/10 The lesser the conflicts, the more effective evaluation. 
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7- Decision- making (high - medium - low): 
7/1 The more defined mission, the more effective decision- making. 
7/2 The more the defined responsibility, the more effective decision- making. 
7/3 The more effective communication, the more effective decision- making. 
7/4 The more planning activities, the more effective decision- making. 
7/5 No direct relationship. 
7/6 The more effective evaluation, the more effective decision- making. 
7/8 No direct relationship. 
7/9 The lesser influence of informal groups, the more effective decision- making - 
7/10 The lesser the conflicts, the more effective decision- making. 
8- Resources (high - medium - low): 
8/1 No direct relationship - 
8/2 No direct relationship. 
8/3 No direct relationship 
8/4 The more planning activities, the more resources. 
8/5 No direct relationship - 
8/6 No direct relationship. 
8/7 The more accurate the decision- making, the more resources. 
8/9 No direct relationship. 
8/10 No direct relationship. 
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9- Informality (high - medium - low): 
9/1 The more the defmed mission, the lesser informality (informal groups). 
9/2 The more the defined responsibility, the lesser informality (informal groups). 
9/3 The more effective communication, the lesser informality (informal groups). 
9/4 The more the planning activities, the lesser informality (informal groups). 
9/5 No direct relationship. 
9/6 The more the effective evaluation activities, the lesser informality (informal 
groups). 
9/7 The more the effective decision- making, the lesser informality (informal 
groups). 
9/8 No direct relationship. 
9/10 The more the conflicts, the more informality (informal groups). 
10- Conflict (high - medium - low): 
10/1 The more defined mission, the lesser the conflicts. 
10/2 The more defined responsibility, the lesser the conflicts. 
10/3 The more effective communication, the lesser the conflicts. 
10/4 The more planning activities, the lesser the conflicts - 
10/5 No direct relations .- 
10/6 The more evaluation activities, the lesser the conflicts. 
the lesser the conflicts. 10/7 The more effective decision- makin. 91 
10/8 The more resources, the lesser the conflicts. 
10/9 The more influence of informal grOuPs, the more the conflicts'. 
